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ﺭﺍﺑﻄﻪ ﻱ ﺑﻴﻦ ﻫﻮﺵ ﺍﺧﻼ ﻗﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺩﺭ
ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ ﻭ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ ﺍﺯ ﺩﻳﺪﮔﺎﻩ ﺍﻋﻀﺎﻱ
ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﺻﻔﻬﺎﻥ؛ 88-7831
ﺳّﻴﺪ ﻋﻠﻲ ﺳﻴﺎﺩﺕ1 / ﻣﺮﺿﻴﻪ ﻣﺨﺘﺎﺭﻱ ﭘﻮﺭ2 / ﺍﻳﺮﺝ ﻛﺎﻇﻤﻲ3
ﭼﻜﻴﺪﻩ
ﻣﻘﺪﻣﻪ: ﺗﻐﻴﻴﺮﺍﺕ ﺳﺮﻳﻊ، ﺍﻧﻌﻄﺎﻑ ﭘﺬﻳﺮﻱ، ﺗﻨﻮﻉ ﻓﺰﺁﻳﻨﺪﻩ ﻱ ﻧﻴﺮﻭﻱ ﻛﺎﺭ ﻭ ﻋﺪﻡ ﺭﻋﺎﻳﺖ ﺍﺧﻼﻕ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺗﻮﺟﻪ ﺑﺴﻴﺎﺭﻱ ﺍﺯ ﭘﮋﻭﻫﺸﮕﺮﺍﻥ 
ﺍﺯ ﺟﻤﻠﻪ ﺑﻮﺭﺑﺎ )ﺑﺎ ﻧﻈﺮﻳﻪ ﻫﻮﺵ ﺍﺧﻼﻗﻲ( ﻭ ﻛﻴﻢ )ﺑﺎ ﻧﻈﺮﻳﻪ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ( ﺭﺍ ﺑﻪ ﺧﻮﺩ ﺟﻠﺐ ﻧﻤﻮﺩﻩ ﺍﺳﺖ. ﻫﺪﻑ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺑﺮﺭﺳﻲ ﺭﺍﺑﻄﻪ ﻱ 
ﺑﻴﻦ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺩﺭ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ ﻭ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ ﺍﺯ ﺩﻳﺪﮔﺎﻩ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﺻﻔﻬﺎﻥ 
ﺑﻮﺩ. ﻓﺮﺿﻴﻪ ﻫﺎﻱ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻋﺒﺎﺭﺕ ﺍﻧﺪ ﺍﺯ: 1- ﺑﻴﻦ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗﻲ )ﺩﺭﺳﺘﻜﺎﺭﻱ، ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ، ﺩﻟﺴﻮﺯﻱ ﻭ ﺑﺨﺸﺶ( ﻭ 
ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺭﺍﺑﻄﻪ ﻭﺟﻮﺩ ﺩﺍﺭﺩ، 2- ﺑﻴﻦ ﻧﻈﺮﺍﺕ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﺩﺭ ﺯﻣﻴﻨﻪ ﻱ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﺩﺍﺭﺩ. 3- ﺑﻴﻦ ﻧﻈﺮﺍﺕ ﻣﺪﻳﺮﺍﻥ 
ﺁﻣﻮﺯﺷﻲ ﻭ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ ﺩﺭ ﺯﻣﻴﻨﻪ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ: ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺗﻮﺻﻴﻔﻲ - ﻫﻤﺒﺴﺘﮕﻲ ﻣﻲ ﺑﺎﺷﺪ. ﺟﺎﻣﻌﻪ ﻱ ﺁﻣﺎﺭﻱ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺷﺎﻣﻞ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ )155( ﻧﻔﺮ ﻭ 
ﻣﺪﻳﺮﺍﻥ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﺻﻔﻬﺎﻥ )012 ﻧﻔﺮ( ﺍﺳﺖ. ﻧﻤﻮﻧﻪ ﺍﻱ ﺑﻪ ﺣﺠﻢ 441 ﻋﻀﻮ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﻭ 901 ﻣﺪﻳﺮ ﺍﺯ ﻃﺮﻳﻖ ﻧﻤﻮﻧﻪ ﮔﻴﺮﻱ 
ﺗﺼﺎﺩﻓﻲ ﻃﺒﻘﻪ ﺍﻱ ﻣﺘﻨﺎﺳﺐ ﺑﺎ ﺣﺠﻢ ﺍﻧﺘﺨﺎﺏ ﮔﺮﺩﻳﺪ ﻭ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﻭ ﻣﺪﻳﺮﺍﻥ ﺑﻪ ﻧﺴﺒﺖ ﺗﻌﺪﺍﺩﺷﺎﻥ ﺩﺭ ﺩﺍﻧﺸﮕﺎﻩ ﻭﺍﺭﺩ ﺍﻧﺘﺨﺎﺏ ﺷﺪ 
ﺍﺑﺰﺍﺭﻫﺎﻱ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻋﺒﺎﺭﺕ ﺍﻧﺪ ﺍﺯ ﭘﺮﺳﺸﻨﺎﻣﻪ ﻱ ﺍﺳﺘﺎﻧﺪﺍﺭﺩ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ.
ﻳﺎﻓﺘﻪ ﻫﺎ: 1- ﺑﻴﻦ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ ﻭ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺭﺍﺑﻄﻪ ﻱ ﻣﺜﺒﺖ ﻭ ﻣﻌﻨﻲ ﺩﺍﺭ ﻭﺟﻮﺩ ﺩﺍﺭﺩ. 
2- ﺑﻴﻦ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻫﺎﻱ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﺑﺮﺣﺴﺐ ﺳﻦ ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﺩﺍﺭﺩ ﻭ 3- ﺑﻴﻦ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻫﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗﻲ 
ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ ﺑﺮﺣﺴﺐ ﺳﺎﺑﻘﻪ ﻱ ﺧﺪﻣﺖ ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﺩﺍﺭﺩ، ﻭﻟﻲ ﺑﻴﻦ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻫﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ ﺗﻔﺎﻭﺕ 
ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ.
ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ: ﺍﻳﻦ ﻳﺎﻓﺘﻪ ﻫﺎ ﺑﺎﭘﮋﻭﻫﺶ ﻫﺎﻱ ﻟﻨﻴﻚ ﻭﻛﻴﻞ, ﻛﻴﻢ، ﻭﻭﺩ ﻭ ﻓﻴﻠﺪﺯ، ﻟﻮﭘﺮﻧﺎ، ﭘﺮﺍﺗﻲ ﻭ ﺩﻳﮕﺮﺍﻥ ﻫﻤﺴﻮﻳﻲ ﻭ ﻫﻢ ﺧﻮﺍﻧﻲ ﺩﺍﺭﺩ. ﺭﺷﺪ ﺍﺧﻼﻗﻲ 
ﺭﻫﺒﺮﺍﻥ ﺑﺎ ﺭﻓﺘﺎﺭﻫﺎﻳﻲ ﻛﻪ ﺁﻧﺎﻥ ﺍﺯ ﺧﻮﺩ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﻨﺪ، ﺭﺍﺑﻄﻪ ﻱ ﻣﺴﺘﻘﻴﻢ ﺩﺍﺭﺩ. ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺍﻳﻨﻜﻪ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺁﻣﻮﺯﺷﻲ, ﻧﻮﻉ ﻛﺎﺭﻫﺎ 
ﻧﻴﺰ ﺑﻪ ﻣﻬﺎﺭﺕ ﻫﺎ ﻭ ﺩﻳﺪﮔﺎﻩ ﻫﺎﻱ ﮔﻮﻧﺎﮔﻮﻥ ﻧﻴﺎﺯ ﺩﺍﺭﺩ، ﺑﻨﺎﺑﺮﺍﻳﻦ ﺗﻴﻢ ﺭﻫﺒﺮﻱ ﺑﻬﺘﺮ ﺍﺯﻳﻚ ﺭﻫﺒﺮ ﻋﻤﻞ ﻣﻲ ﻛﻨﺪ ﻭ ﺩﺭ ﺍﻳﻦ ﻣﻴﺎﻥ ﺗﻮﺟﻪ ﺑﻪ ﺍﺧﻼﻕ، 
ﺭﻭﺣﻴﻪ ﻱ ﻛﺎﺭ ﺗﻴﻤﻲ ﺭﺍ ﺑﻬﺒﻮﺩ ﻣﻲ ﺑﺨﺸﺪ.
ﻛﻠﻴﺪ ﻭﺍژﻩ ﻫﺎ: ﻫﻮﺵ ﺍﺧﻼﻗﻲ، ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ، ﻣﺪﻳﺮﺁﻣﻮﺯﺷﻲ ﻭ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ، ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ
• ﻭﺻﻮﻝ ﻣﻘﺎﻟﻪ: 21/21/78 • ﺍﺻﻼﺡ ﻧﻬﺎﻳﻲ: 61/4/88 • ﭘﺬﻳﺮﺵ ﻧﻬﺎﻳﻲ: 6/5/88
. 1 ﺩﺍﻧﺸﻴﺎﺭ ﮔﺮﻭﻩ ﻋﻠﻮﻡ ﺗﺮﺑﻴﺘﻲ، ﺩﺍﻧﺸﻜﺪﻩ ﻋﻠﻮﻡ ﺗﺮﺑﻴﺘﻲ ﻭ ﺭﻭﺍﻥ ﺷﻨﺎﺳﻲ، ﺩﺍﻧﺸﮕﺎﻩ ﺍﺻﻔﻬﺎﻥ
ﺩﺍﻧﺸﺠﻮﻱ ﺩﻛﺘﺮﺍﻱ ﻣﺪﻳﺮﻳﺖ ﺁﻣﻮﺯﺷﻲ، ﺩﺍﻧﺸﻜﺪﻩ ﻋﻠﻮﻡ ﺗﺮﺑﻴﺘﻲ ﻭ ﺭﻭﺍﻥ ﺷﻨﺎﺳﻲ، ﺩﺍﻧﺸﮕﺎﻩ ﺍﺻﻔﻬﺎﻥ؛ ﻧﻮﻳﺴﻨﺪﻩ ﻣﺴﺌﻮﻝ )moc.oohay@042irathkom_m(. 2
. 3 ﺍﺳﺘﺎﺩﻳﺎﺭ ﮔﺮﻭﻩ ﺁﻣﺎﺭ، ﺩﺍﻧﺸﻜﺪﻩ ﻋﻠﻮﻡ، ﺩﺍﻧﺸﮕﺎﻩ ﺍﺻﻔﻬﺎﻥ
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ﻣﻘﺪﻣﻪ
ﺍﻣ ــﺮﻭﺯﻩ ﺍﺧﻼﻗﻴﺎﺕ ﻭ ﻣﺪﻳﺮﻳﺖ ﺗﻨﻮﻉ ﺍﺯ ﻋﻮﺍﻣﻞ ﺍﺻﻠﻲ ﻋﻤﻠﻜﺮﺩ 
ﻣﻮﻓﻘﻴﺖ ﺁﻣﻴ ــﺰ ﺩﺭﻳ ــﻚ ﻣﺤﻴﻂ ﺭﻗﺎﺑﺘﻲ ﺍﺳ ــﺖ. ﻋ ــﺪﻡ ﺗﻮﺟﻪ ﺑﻪ 
ﺍﺧﻼﻕ ﺩﺭﻣﺪﻳﺮﻳﺖ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﻣﻲ ﺗﻮﺍﻧ ــﺪ ﻣﻌﻀﻼﺕ ﺑﺰﺭﮔﻲ 
ﺑﺮﺍﻱ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻪ ﻭﺟﻮﺩ ﺁﻭﺭﺩ. ﺩﺭﺍﻳ ــﻦ ﻣﻴﺎﻥ ﻗﻀﺎﻭﺕ ﺍﻓﺮﺍﺩ 
ﺩﺭﻣ ــﻮﺭﺩ ﺍﺧﻼﻗﻲ ﺑﻮﺩﻥ ﻭ ﻳﺎ ﻏﻴﺮ ﺍﺧﻼﻗﻲ ﺑﻮﺩﻥ ﻛﺎﺭﻫﺎ ﺑﺮﻛﻤﻴﺖ 
ﻭ ﻛﻴﻔﻴ ــﺖ ﻛﺎﺭ ﺁﻧ ــﺎﻥ ﻭ ﺩﺭ ﻧﺘﻴﺠﻪ ﻣﻮﻓﻘﻴﺖ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺗﺄﺛﻴﺮ ﻗﺎﺑﻞ 
ﺗﻮﺟﻬﻲ ﺩﺍﺭﺩ. ﺩﺍﻧﺸ ــﮕﺎﻩ ﺍﺯ ﺟﻤﻠﻪ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﺍﺳﺖ ﻛﻪ ﺩﺭ ﻫﺮ 
ﺟﺎﻣﻌﻪ ﺍﺯ ﺣﺴﺎﺳ ــﻴﺘﻲ ﺧﺎﺹ ﺑﺮﺧﻮﺭﺩﺍﺭ ﺍﺳﺖ. ﺍﻳﻦ ﺣﺴﺎﺳﻴﺖ 
ﺑﻴﺸﺘﺮ ﺑﻪ ﺁﻥ ﺩﻟﻴﻞ ﺍﺳﺖ ﻛﻪ ﻋﻤﻠﻴﺎﺕ ﺩﺍﺧﻠﻲ ﺁﻥ ﺩﺭ ﻣﻌﺮﺽ ﺩﻳﺪ 
ﻫﻤ ــﮕﺎﻥ ﻗﺮﺍﺭ ﺩﺍﺭﺩ ﻭ ﻣﻮﺭﺩ ﻗﻀﺎﻭﺕ ﻋﺎﻣﻪ ﻱ ﻣﺮﺩﻡ ﺍﺳ ــﺖ. ﻫﻢ 
ﭼﻨﻴﻦ ﺩﺍﻧﺸﮕﺎﻩ ﻫﺎ ﺑﻴﺶ ﺍﺯ ﺳﺎﻳﺮ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺑﺎ ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ ﺩﺭ 
ﺍﺭﺗﺒﺎﻃﻨﺪ ﻭ ﻋﻬﺪﻩ ﺩﺍﺭ ﺗﺄﻣﻴﻦ ﻭ ﺗﺮﺑﻴﺖ ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ ﻣﺘﺨﺼﺺ 
ﻣﻲ ﺑﺎﺷ ــﻨﺪ. ﺑﻨﺎﺑﺮﺍﻳﻦ ﺩﺍﻧﺸ ــﮕﺎﻩ ﻧﻴﺎﺯﻣﻨﺪ ﻓﻀﺎﻳﻲ ﺍﺳﺖ ﻛﻪ ﺩﺭﺁﻥ 
ﻛﺎﺭﻛﻨﺎﻥ، ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ، ﻣﺪﻳﺮﺍﻥ ﻭ ﺩﺍﻧﺸﺠﻮﻳﺎﻥ ﺍﻓﺮﺍﺩﻱ 
ﻣﺴ ــﺌﻮﻟﻴﺖ ﭘﺬﻳﺮ، ﺩﻟﺴ ــﻮﺯ، ﺩﺭﺳ ــﺘﻜﺎﺭ ﻭ ﺑﻪ ﻃﻮﺭ ﻛﻠﻲ ﺍﺧﻼﻗﻲ 
ﺑﺎﺭﺁﻳﻨﺪ ﻭ ﺑﺎ ﺗﻜﻴﻪ ﺑﺮ ﺍﻧﺮژﻱ ﺩﺭﻭﻧﻲ ﺧﻮﺩ ﻭ ﺑﺎ ﺗﻼﺵ، ﺍﺯ ﺷﻜﺴﺖ 
ﻧﻬﺮﺍﺳﻨﺪ ﻭ ﺁﻥ ﺭﺍ ﭘﻠﻲ ﺑﺮﺍﻱ ﺭﺳﻴﺪﻥ ﺑﻪ ﭘﻴﺮﻭﺯﻱ ﺑﺪﺍﻧﻨﺪ. ﺑﺎﻳﺪ ﺑﺎﻭﺭ 
ﺩﺍﺷ ــﺖ ﻣﺪﻳﺮﺍﻥ ﺩﺍﻧﺸﮕﺎﻩ ﻛﻪ ﺑﺎ ﻣﺪﻳﺮﻳﺖ ﻣﻨﺎﺑﻊ ﻭ ﺍﻣﻜﺎﻧﺎﺕ ﻻﺯﻡ 
ﻣﺴ ــﺌﻮﻟﻴﺖ ﺍﺩﺍﺭﻩ ﻱ ﺩﺍﻧﺸ ــﮕﺎﻩ ﺭﺍ ﺑﻪ ﻋﻬﺪﻩ ﺩﺍﺭﻧﺪ، ﺍﻭﻟﻴﻦ ﻛﺴﺎﻧﻲ 
ﻫﺴ ــﺘﻨﺪ ﻛﻪ ﺑﺎ ﺭﻓﺘ ــﺎﺭ، ﮔﻔﺘﺎﺭ ﻭ ﻛﺮﺩﺍﺭ ﺧ ــﻮﺩ ﺍﺻﻮﻝ ﺍﺧﻼﻗﻲ ﺭﺍ 
ﺩﺭﺳ ــﺎﺯﻣﺎﻥ ﺭﻭﺍﺝ ﻣﻲ ﺩﻫﻨﺪ ﻭ ﺗﺄﺛﻴﺮ ﺑﺴﺰﺍﻳﻲ ﺩﺭ ﺍﻋﻤﺎﻝ ﺍﻋﻀﺎﻱ 
ﺳ ــﺎﺯﻣﺎﻥ ﺩﺍﺭﻧﺪ. ﺑﻨﺎﺑﺮﺍﻳﻦ ﻣﺪﻳﺮﺍﻥ ﺑﺎﻳ ــﺪ ﺍﺯ ﻧﻈﺮ ﺍﺧﻼﻗﻲ ﺟﻮﻱ 
ﺳ ــﺎﻟﻢ ﺑﺮﺍﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﺑﻪ ﻭﺟﻮﺩ ﺁﻭﺭﻧﺪ ﺗﺎ ﻛﺎﺭﻛﻨﺎﻥ 
ﺑﺘﻮﺍﻧﻨﺪ ﺑﺎ ﺗﻤﺎﻡ ﺗﻮﺍﻥ ﻭﺑﻬﺮﻩ ﻭﺭﻱ ﻫﺮﭼﻪ ﺑﻴﺸﺘﺮ ﻛﺎﺭ ﻛﻨﻨﺪ ﻛﻪ ﺍﻳﻦ 
ﺍﻣﺮ، ﻧﻴﺎﺯﻣﻨﺪ ﻭﺟ ــﻮﺩ ﺭﻫﺒﺮﻱ ﺑﺎ ﻫﻮﺵ ﺍﺧﻼﻗﻲ )letni laroM-
ecnegil( ﺑﺎﻻ ﺍﺳﺖ.
abroB )5002( ﻫ ــﻮﺵ ﺍﺧﻼﻗ ــﻲ ﺭﺍ ﻇﺮﻓﻴ ــﺖ ﻭﺗﻮﺍﻧﺎﻳﻲ 
ﺩﺭﻙ ﺩﺭﺳ ــﺖ ﺍﺯ ﺧﻼﻑ، ﺩﺍﺷ ــﺘﻦ ﺍﻋﺘﻘﺎﺩﺍﺕ ﺍﺧﻼﻗﻲ ﻗﻮﻱ ﻭ 
ﻋﻤ ــﻞ ﺑﻪ ﺁﻥ ﻫ ــﺎ ﻭ ﺭﻓﺘﺎﺭ ﺩﺭﺟﻬﺖ ﺻﺤﻴﺢ ﻭ ﺩﺭﺳ ــﺖ ﺗﻌﺮﻳﻒ 
ﻣﻲ ﻛﻨ ــﺪ.]1[ ﻛﻪ ﭼﻬﺎﺭ ﺍﺻ ــﻞ ﺍﺯ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﺑﺮﺍﻱ ﻣﻮﻓﻘﻴﺖ 
ﻣﺪﺍﻭﻡ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻭ ﺷ ــﺨﺼﻲ ﺿﺮﻭﺭﻱ ﺍﺳﺖ:1. ﺩﺭﺳﺘﻜﺎﺭﻱ: 
ﻳﻌﻨ ــﻲ ﺍﻳﺠﺎﺩ ﻫﻤﺎﻫﻨﮕﻲ ﺑﻴﻦ ﺁﻧﭽﻪ ﻛﻪ ﺑﻪ ﺁﻥ ﻣﻌﺘﻘﺪﻳﻢ ﻭ ﺁﻧﭽﻪ ﻛﻪ 
ﺑﻪ ﺁﻥ ﻋﻤﻞ ﻣﻲ ﻛﻨﻴﻢ. ﺍﻧﺠﺎﻡ ﺁﻧﭽﻪ ﻛﻪ ﻣﻲ ﺩﺍﻧﻴﻢ ﺩﺭﺳ ــﺖ ﺍﺳ ــﺖ 
ﻭﮔﻔﺘﻦ ﺣﺮﻑ ﺭﺍﺳ ــﺖ ﺩﺭ ﺗﻤﺎﻡ ﺯﻣﺎﻥ ﻫﺎ؛ 2. ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ: 
ﻛﺴ ــﻲ ﻛﻪ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﺑﺎﻻﻳﻲ ﺩﺍﺭﺩ، ﻣﺴﺌﻮﻟﻴﺖ ﺍﻋﻤﺎﻝ ﺧﻮﺩ 
ﻭ ﭘﻴﺎﻣﺪﻫﺎﻱ ﺁﻥ ﺍﻋﻤﺎﻝ، ﻫﻢ ﭼﻨﻴﻦ ﺍﺷ ــﺘﺒﺎﻫﺎﺕ ﻭ ﺷﻜﺴﺖ ﻫﺎﻱ 
ﺧﻮﺩ ﺭﺍ ﻧﻴﺰ ﻣﻲ ﭘﺬﻳﺮﺩ؛ 3. ﺩﻟﺴﻮﺯﻱ: ﺗﻮﺟﻪ ﺑﻪ ﺩﻳﮕﺮﺍﻥ ﻛﻪ ﺩﺍﺭﺍﻱ 
ﺗﺄﺛﻴﺮ ﻣﺘﻘﺎﺑﻞ ﺍﺳ ــﺖ. ﺍﮔﺮ ﻧﺴ ــﺒﺖ ﺑﻪ ﺩﻳﮕﺮﺍﻥ ﻣﻬﺮﺑﺎﻥ ﻭﺩﻟﺴ ــﻮﺯ 
ﺑﺎﺷﻴﻢ، ﺁﻧﺎﻥ ﻧﻴﺰ ﻣﻮﻗﻊ ﻧﻴﺎﺯ ﺑﺎ ﻣﺎ ﻫﻤﺪﺭﺩﻱ ﻣﻲ ﻛﻨﻨﺪ؛ ﻭ 4. ﺑﺨﺸﺶ: 
ﺁﮔﺎﻫﻲ ﺍﺯ ﻋﻴﻮﺏ ﻭ ﺍﺷﺘﺒﺎﻫﺎﺕ ﺧﻮﺩ ﻭ ﺩﻳﮕﺮﺍﻥ ﻭ ﺑﺨﺸﻴﺪﻥ ﺧﻮﺩ ﻭ 
ﺩﻳﮕﺮﺍﻥ.]2[ ﺑﻨﺎﺑﺮﺍﻳﻦ ﺭﻫﺒﺮﺍﻥ ﺑﺎ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﺑﺎﻻ ﻛﺎﺭ ﺩﺭﺳﺖ 
ﺭﺍ ﺩﺭﺳ ــﺖ ﺍﻧﺠﺎﻡ ﻣﻲ ﺩﻫﻨﺪ، ﺍﻋﻤﺎﻝ ﺁﻥ ﻫﺎ ﭘﻴﻮﺳ ــﺘﻪ ﺑﺎ ﺍﺭﺯﺵ ﻫﺎ ﻭ 
ﻋﻘﺎﻳﺪﺷﺎﻥ ﻫﻤﺎﻫﻨﮓ ﺍﺳ ــﺖ، ﻋﻤﻠﻜﺮﺩ ﺑﺎﻻﻳﻲ ﺩﺍﺭﻧﺪ ﻭ ﻫﻤﻴﺸﻪ 
ﻛﺎﺭﻫﺎ ﺭﺍ ﺑﺎ ﺍﺻﻮﻝ ﺍﺧﻼﻗﻲ ﭘﻴﻮﻧﺪ ﻣﻲ ﺩﻫﻨﺪ.
ﻫﻤﭽﻨﻴﻦ ﺩﺭ ﺳﺎﺧﺘﺎﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﻛﻨﻮﻧﻲ، ﺍﻋﺘﻤﺎﺩ ﻭ ﺳﻬﻴﻢ 
ﻛﺮﺩﻥ ﻛﺎﺭﻛﻨﺎﻥ ﻳﺎ ﻣﺸﺎﺭﻛﺖ ﺩﺍﺩﻥ ﺍﻓﺮﺍﺩ ﺩﺭ ﺍﻃﻼﻋﺎﺕ ﺟﺎﻳﮕﺰﻳﻦ 
ﺳ ــﺎﺧﺘﺎﺭﻫﺎﻱ ﻗﺪﻳﻤﻲ ﻭ ﻛﻨﺘﺮﻝ ﻫﺎﻱ ﺷﺪﻳﺪ ﮔﺬﺷﺘﻪ ﺷﺪﻩ ﺍﺳﺖ. 
ﺍﻣﺮﻭﺯﻩ ﺑﻬﺘﺮﻳﻦ ﻣﺪﻳﺮ ﻛﺴ ــﻲ ﺍﺳﺖ ﻛﻪ ﺑﻪ ﺣﺮﻑ ﻛﺎﺭﻛﻨﺎﻥ ﮔﻮﺵ 
ﺩﻫ ــﺪ، ﻣﻮﺟﺒﺎﺕ ﺍﻧﮕﻴ ــﺰﺵ ﺁﻧﺎﻥ ﺭﺍ ﻓﺮﺍﻫﻢ ﺁﻭﺭﺩ ﻭ ﺑﻪ ﺣﻤﺎﻳﺖ ﺍﺯ 
ﺁﻥ ﻫﺎ ﺑﺮﺧﻴﺰﺩ. ﺭﻫﺒﺮﺍﻥ ﻣﻮﻓﻖ ﻳﺎ ﺍﺛﺮﺑﺨﺶ، ﻗﺪﺭﺕ ﻭﻣﺴ ــﺌﻮﻟﻴﺖ 
ﺭﺍ ﺑﺎ ﻛﺎﺭﻛﻨﺎﻥ ﺗﻘﺴ ــﻴﻢ ﻣﻲ ﻛﻨﻨﺪ ﻭ ﺁﻧﺎﻥ ﺭﺍ ﺩﺭ ﺍﻳﻦ ﻣﻮﺍﺭﺩ ﺳ ــﻬﻴﻢ 
ﻣﻲ ﻧﻤﺎﻳﻨﺪ. ﺍﻳﻦ ﻧﻮﻉ ﺭﻫﺒﺮﻱ، ﺳ ــﺒﻚ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺍﺳﺖ. miK 
)2002( ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ )pihsredael maeT( ﺭﺍ ﺩﺭﺑﺮﺩﺍﺭﻧﺪﻩ ﻱ 
ﻃﺮﺡ ﻫ ــﺎﻱ ﺩﺭﮔﻴﺮ ﻧﻤﻮﺩﻥ ﻛﺎﺭﻛﻨ ــﺎﻥ ﺑﻪ ﺭﻭﺵ ﻫﺎﻱ ﻣﺨﺘﻠﻒ ﺩﺭ 
ﺷﺮﺍﻳﻂ ﻛﺎﺭﻱ ﻳﻜﺴ ــﺎﻥ، ﺣﻞ ﻣﺴﺄﻟﻪ ﻭ ﺗﺼﻤﻴﻢ ﮔﻴﺮﻱ" ﻣﻲ ﺩﺍﻧﺪ.
]3[ ﻫﻢ ﭼﻨﻴﻦ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺷ ــﺮﻛﺖ ﺩﺍﺩﻥ ﺍﻓﺮﺍﺩ، ﻛﺴﺐ ﺩﺭﻭﻥ 
ﺩﺍﺩ ﺍﺯ ﺁﻧ ــﺎﻥ ﺑ ــﺮﺍﻱ ﺗﺼﻤﻴﻤ ــﺎﺕ ﻭ ﺣﻞ ﺗﻌ ــﺎﺭﺽ ﺑﺮﺍﻱ ﺍﺟﺮﺍﻱ 
ﺗﻐﻴﻴﺮ ﻣﻲ ﺑﺎﺷ ــﺪ.]4[ ﺍﻣﺮﻭﺯﻩ ﻣﺪﻳﺮﺍﻥ ﺑﺴ ــﻴﺎﺭﻱ ﺍﺯ ﺷﺮﻛﺖ ﻫﺎﻱ 
ﺑ ــﺰﺭگ ﺁﻣﺮﻳﻜﺎﻳﻲ ﻣﺜﻞ ﺟﻨﺮﺍﻝ ﺍﻟﻜﺘﺮﻳﻚ، ﺷ ــﺮﻛﺖ ﻫﻮﺍﭘﻴﻤﺎﻳﻲ 
ﺍﺳﻜﺎﻧﺪﻳﻨﺎﻭﻱ، ﮔﻮﺩﻳﺮﻭ ﺷﺮﻛﺖ ﻫﺎﻱ ﻣﻌﺮﻭﻑ ﺩﻳﮕﺮ، ﻣﺴﺌﻮﻟﻴﺖ 
ﻭ ﺍﺧﺘﻴ ــﺎﺭﺍﺕ ﺭﺍ ﺑﻪ ﺯﻳﺮﺩﺳ ــﺘﺎﻥ ﻭﺍﮔﺬﺍﺭ ﻛﺮﺩﻩ ﻭ ﻣﻲ ﻛﻮﺷ ــﻨﺪ ﺗﺎ 
ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺭﺍ ﺑﻪ ﺍﺟﺮﺍ ﺩﺭﺁﻭﺭﻧﺪ.
ﺩﺭ ﺩﺍﻧﺸ ــﮕﺎﻩ ﻧﻴ ــﺰ ﻣﺎﻫﻴﺖ ﭘﻴﭽﻴ ــﺪﻩ ﻭ ﻏﻴﺮ ﺧﻄﻲ ﺗﺤﻮﻻﺕ 
ﻣﺤﻴﻄﻲ ﻣﻮﺟﺐ ﺷ ــﺪﻩ ﺗﺎ ﺩﻭﺭﺍﻥ ﺗﺴ ــﻠﻂ ﻳ ــﻚ ﻣﺪﻳﺮ ﺧﺎﺹ ﻭ 
ﻧﻈﺎﻡ ﺳﻠﺴ ــﻠﻪ ﻣﺮﺍﺗﺒﻲ ﺁﻥ ﻛﺎﻫﺶ ﻳﺎﺑ ــﺪ ﻭ ﺑﻪ ﺗﺪﺭﻳﺞ ﺯﻣﻴﻨﻪ ﺑﺮﺍﻱ 
ﺣﻀ ــﻮﺭ ﺍﻓﺮﺍﺩ ﻭ ﮔﺮﻭﻩ ﻫ ــﺎﻱ ﻣﺘﻨﻮﻉ ﺩﺭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺸ ــﮕﺎﻫﻲ 
ﻓﺮﺍﻫﻢ ﺁﻳﺪ، ﺯﻳﺮﺍ ﻧﻈﺎﻡ ﻣﺘﻤﺮﻛﺰ ﺩﺭ ﻗﺎﻟﺐ ﺳﻠﺴ ــﻠﻪ ﻣﺮﺍﺗﺐ ﺭﺳﻤﻲ 
ﺩﺭ ﺩﺍﻧﺸ ــﮕﺎﻩ ﻫﺎ، ﻭﺟ ــﻮﺩ ﻗﻮﺍﻧﻴ ــﻦ ﻭ ﻣﻘ ــﺮﺭﺍﺕ ﻭ ﺁﻳﻴﻦ ﻧﺎﻣﻪ ﻫﺎ ﻭ 
ﺍﻧﻌﻄﺎﻑ ﻧﺎﭘﺬﻳ ــﺮﻱ ﺳﻴﺎﺳ ــﺖ ﻫﺎﻱ ﻛﻨﺘ ــﺮﻝ ﻣﺪﻳ ــﺮﺍﻥ ﺍﺯ ﻣﻴﺰﺍﻥ 
ﺭﺍﺑﻄﻪ ﻱ ﺑﻴﻦ ﻫﻮﺵ ﺍﺧﻼ ﻗﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺩﺭ …
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ﺁﺯﺍﺩﻱ ﻋﻤ ــﻞ ﻭﺧ ــﻮﺩ ﻛﻨﺘﺮﻟﻲ ﺍﻋﻀﺎﻱ ﺳ ــﺎﺯﻣﺎﻥ ﻣﻲ ﻛﺎﻫﺪ.]5[ 
ﭼﻨﻴﻦ ﺳ ــﺎﺧﺘﺎﺭﻱ ﺩﺭ ﺁﻣﻮﺯﺵ ﻋﺎﻟﻲ ﻣﻮﺟﺐ ﺍﻧﻌﻄﺎﻑ ﻧﺎﭘﺬﻳﺮﻱ، 
ﺍﻧﺤﺼﺎﺭ ﻃﻠﺒﻲ، ﺗﻤﺎﻳﻞ ﺑﻪ ﺣﻔﻆ ﻗﺪﺭﺕ، ﺑﻲ ﺗﻮﺟﻬﻲ ﺑﻪ ﺗﻐﻴﻴﺮﺍﺕ 
ﻣﺤﻴﻄﻲ ﻭ ﻣﻘﺎﻭﻣﺖ ﺩﺭ ﺑﺮﺍﺑﺮ ﺍﻳﻦ ﺗﺤﻮﻻﺕ ﺧﻮﺍﻫﺪ ﺷﺪ. ﻃﺒﻴﻌﺘًﺎ 
ﺍﻳﻦ ﺳ ــﺎﺧﺘﺎﺭ ﻧﻤﻲ ﺗﻮﺍﻧﺪ ﭘﺎﺳ ــﺨﮕﻮﻱ ﻣﺤﻴﻂ ﭘﻴﭽﻴﺪﻩ ﻱ ﻛﻨﻮﻧﻲ 
ﺑﺎﺷ ــﺪ. ﺑﻨﺎﺑﺮﺍﻳﻦ ﺳﺎﺧﺘﺎﺭ ﺩﺍﻧﺸﮕﺎﻩ ﻫﺎ ﺑﺎﻳﺪ ﻃﻮﺭﻱ ﻃﺮﺍﺣﻲ ﺷﻮﺩ 
ﺗ ــﺎ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺍﺑﻌﺎﺩﮔﺴ ــﺘﺮﺩﻩ ﻱ ﺗﺤ ــﻮﻻﺕ ﻋﻠﻤﻲ ﻭ ﻓﻨﺎﻭﺭﻱ ﻭ 
ﻣﺤﻴ ــﻂ ﭘﻴﭽﻴﺪﻩ ﻭ ﻣﺘﻐﻴﺮ ﺍﻣ ــﺮﻭﺯ، ﺑﺘﻮﺍﻧﺪ ﺑﻪ ﺑﻘﺎﻱ ﺍﺛﺮﺑﺨﺶ ﺧﻮﺩ 
ﺍﺩﺍﻣﻪ ﺩﻫﺪ. ﺑﻨﺎﺑﺮﺍﻳﻦ ﺗﺤﻘﻴﻖ ﺣﺎﺿﺮ ﺑﻪ ﺑﺮﺭﺳﻲ ﺭﺍﺑﻄﻪ ﺑﻴﻦ ﻫﻮﺵ 
ﺍﺧﻼﻗﻲ ﺑﺎ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷ ــﻲ ﻭ ﻏﻴﺮ ﺁﻣﻮﺯﺷ ــﻲ ﺍﺯ 
ﺩﻳﺪﮔﺎﻩ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﺩﺍﻧﺸ ــﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﺻﻔﻬﺎﻥ 
ﻣﻲ ﭘﺮﺩﺍﺯﺩ.
ﺍﻳ ــﻦ ﺗﺤﻘﻴﻖ ﻣﻨﺤﺼﺮﺑﻪ ﻓﺮﺩ ﺍﺳ ـــﺖ ﻭ ﺗﺎﻛﻨﻮﻥ ﺩﺭ ﺧﺎﺭﺝ ﻭ 
ﺩﺍﺧ ــﻞ ﺗﺤﻘﻴﻘﻲ ﺑﺎ ﺍﻳﻦ ﻋﻨ ــﻮﺍﻥ ﻛﻪ ﻫﺮ ﺩﻭ ﻣﺆﻟﻔﻪ ﻫﻮﺵ ﺍﺧﻼﻗﻲ 
ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺭﺍ ﺑﺮﺭﺳ ــﻲ ﻛﺮﺩﻩ ﺑﺎﺷ ــﺪ، ﻳﺎﻓﺖ ﻧﺸﺪ، ﺑﻨﺎﺑﺮﺍﻳﻦ 
ﺗﺤﻘﻴﻘﺎﺗﻲ ﻛﻪ ﺗﻨﻬﺎ ﻳﻚ ﻣﺆﻟﻔﻪ ﺍﺯ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﺭﺍ ﺑﺮﺭﺳﻲ ﻛﺮﺩﻩ ﺍﻧﺪ 
ﺭﺍ ﺑﻴﺎﻥ ﻣﻲ ﻛﻨﻴﻢ. ﻫﻢ ﭼﻨﻴﻦ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺑﺮﺭﺳﻲ ﻫﺎﻱ ﭘﮋﻭﻫﺸﮕﺮ، 
ﺗﺎﻛﻨﻮﻥ ﺗﺤﻘﻴﻘﻲ ﺩﺭﻣﻮﺭﺩ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺍﻧﺠﺎﻡ 
ﻧﺸ ــﺪﻩ ﺍﺳ ــﺖ. etniopaL dna siolgnaL )7002( ﺩﺭ ﺗﺤﻘﻴﻖ 
ﺧﻮﺩ ﻧﺸ ــﺎﻥ ﺩﺍﺩﻧﺪ ﻛﻪ ﺳ ــﺎﺑﻘﻪ ﺧﺪﻣﺖ ﻭ ﺗﺠﺮﺑ ــﻪ ﻱ ﻣﺪﻳﺮﺍﻥ ﺑﺮ 
ﻗﻀﺎﻭﺕ ﺍﺧﻼﻗﻲ ﺗﺄﺛﻴﺮ ﻣﻲ ﮔﺬﺍﺭﺩ، ﺑﻪ ﻃﻮﺭﻱ ﻛﻪ ﻣﺪﻳﺮﺍﻥ ﺟﺪﻳﺪ 
ﻣ ــﺪﺍﺭﺱ، ﺍﺯ ﺍﺧ ــﻼﻕ ﻋﺪﺍﻟﺖ ﻭ ﺍﻧﺼﺎﻑ ﺍﺳ ــﺘﻔﺎﺩﻩ ﻣﻲ ﻛﻨﻨﺪ، ﺍﻣﺎ 
ﻣﺪﻳﺮﺍﻥ ﻣﺴ ــﻦ ﺍﺧﻼﻕ ﻋﻤﻮﻣﻲ ﻛﻪ ﺷ ــﺎﻣﻞ ﺍﺧ ــﻼﻕ ﻣﺮﺍﻗﺒﺘﻲ ﻭ 
ﺍﻧﺘﻘﺎﺩﻱ ﺍﺳ ــﺖ ﺭﺍ ﺑ ــﻪ ﻛﺎﺭ ﻣﻲ ﺑﺮﻧ ــﺪ.]6[ ohcS dna kenedZ-
rohc )7002( ﺩﺭ ﺗﺤﻘﻴ ــﻖ ﺧ ــﻮﺩ ﻧﺸ ــﺎﻥ ﺩﺍﺩﻧﺪﻛﻪ ﻧﻘﺶ ﻣﻌﻠﻢ 
ﺩﺭ ﺍﺟ ــﺮﺍﻱ ﺑﺮﻧﺎﻣ ــﻪ ﻱ ﻣﺮﺗﺒﻂ ﺑﺎ ﺗﻮﺳ ــﻌﻪ ﻱ ﺳ ــﻮﺍﺩ ﺍﺧﻼﻗﻲ ﺩﺭ 
ﺩﺍﻧﺶ ﺁﻣﻮﺯﺍﻥ ﺑﺮﺍﻱ ﺭﺷ ــﺪ ﺣﺮﻓﻪ ﺍﻱ ﺁﻧﺎﻥ ﺿﺮﻭﺭﻱ ﺍﺳ ــﺖ.]7[ 
hcuaB dna iksnicuR )6002( ﺩﺭ ﺗﺤﻘﻴﻖ ﺧﻮﺩ ﻧﺸ ــﺎﻥ ﺩﺍﺩﻧﺪ 
ﻛﻪ ﺩﺭ ﺑﻴﻦ ﻓﺎﺭﻍ ﺍﻟﺘﺤﺼﻴﻼﻥ ﺭﻫﺒﺮﻱ ﺁﻣﻮﺯﺷ ــﻲ ﺑﺮﺣﺴﺐ ﺟﻨﺲ 
ﺩﺭ ﺯﻣﻴﻨ ــﻪ ﺭﻓﺘ ــﺎﺭ ﺗﺪﺍﻓﻌ ــﻲ ﺗﻔﺎﻭﺕ ﻭﺟ ــﻮﺩ ﺩﺍﺭﺩ، ﺑﻪ ﻧﺤﻮﻱ ﻛﻪ 
ﻣﺮﺩﺍﻥ ﻧﺴﺒﺖ ﺑﻪ ﺯﻧﺎﻥ ﮔﺮﺍﻳﺶ ﺑﻴﺸﺘﺮﻱ ﺑﻪ ﺭﻓﺘﺎﺭ ﺗﺪﺍﻓﻌﻲ ﺩﺍﺷﺘﻨﺪ. 
ﻫﻢ ﭼﻨﻴﻦ ﺑﺮﺣﺴ ــﺐ ﺳﻦ ﻧﻴﺰ ﻓﺎﺭﻍ ﺍﻟﺘﺤﺼﻴﻼﻥ ﻣﺴﻦ ﻧﺴﺒﺖ ﺑﻪ 
ﺟﻮﺍﻥ ﺭﻓﺘﺎﺭﻫﺎﻱ ﺗﺄﻣﻠﻲ ﺑﻴﺸﺘﺮﻱ ﺍﺭﺍﺋﻪ ﻣﻲ ﺩﻫﻨﺪ.]8[ nanhsirK 
)3002( ﺩﺭ ﺗﺤﻘﻴﻖ ﺧﻮﺩ ﺩﺭﻳﺎﻓﺖ ﻛﻪ ﺭﻫﺒﺮﻱ ﺗﺤﻮﻟﻲ، ﻭﺍﺳ ــﻄﻪ 
ﺑﻴﻦ ﺭﻫﺒﺮﻱ ﺍﺧﻼﻗﻲ ﺑﺎ ﻛﻮﺷ ــﺶ ﻣﻀﺎﻋﻒ، ﺭﺿﺎﻳﺖ ﭘﻴﺮﻭﺍﻥ ﻭ 
ﺍﺛﺮﺑﺨﺸ ــﻲ ﺭﻫﺒﺮﻱ ﻭ ﻭﺍﺳ ــﻄﻪ ﺑﻴﻦ ﺭﻫﺒﺮﻱ ﺍﺧﻼﻗﻲ ﺑﺎ ﻗﺪﺭﺕ 
ﺭﻫﺒﺮﺍﻥ ﺍﺳﺖ.]9[ irisalamiW )1002( ﺩﺭ ﺗﺤﻘﻴﻖ ﺧﻮﺩ ﻧﺸﺎﻥ 
ﺩﺍﺩ ﻛﻪ ﺳ ــﻦ، ﺗﺤﺼﻴﻼﺕ، ﻭﺍﺑﺴ ــﺘﮕﻲ ﻣﺬﻫﺒﻲ ﻭ ﺗﻌﻬﺪ ﻣﺬﻫﺒﻲ 
ﺑﺮ ﻗﻀﺎﻭﺕ ﺍﺧﻼﻗﻲ ﭘﺎﺳ ــﺦ ﺩﻫﻨ ــﺪﮔﺎﻥ ﺗﺄﺛﻴﺮ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﺩﺍﺭﺩ، 
ﺍﻣﺎ ﻣﺎﻟﻜﻴﺖ ﺷ ــﺮﻛﺖ، ﺟﻨﺲ ﻭﺷﻐﻞ ﺑﺮ ﻗﻀﺎﻭﺕ ﺍﺧﻼﻗﻲ ﺗﺄﺛﻴﺮ 
ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﻧﺪﺍﺭﺩ.]01[
late dna itarP )3002( ﺩﺭ ﺗﺤﻘﻴ ــﻖ ﺧﻮﺩ ﻧﺸ ــﺎﻥ ﺩﺍﺩﻧﺪﻛﻪ 
ﻫﻮﺵ ﻫﻴﺠﺎﻧﻲ ﻋﻨﺼﺮ ﺿﺮﻭﺭﻱ ﺩﺭ ﺗﻴﻢ ﺍﺛﺮﺑﺨﺶ، ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ 
ﻭ ﺑﺎﺯﺩﻫﻲ ﻫﺎﻱ ﺗﻴﻢ ﻣﻲ ﺑﺎﺷﺪ. ]11[ dlawetseuW )7002( ﺩﺭ 
ﺗﺤﻘﻴﻖ ﺧﻮﺩ ﺩﺭﻳﺎﻓﺖ ﻛﻪ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺑﺮﺍﺣﺴﺎﺱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ 
ﺯﻣﻴﻨﻪ ﻱ ﺣﻤﺎﻳﺖ ﻭ ﺗﻌﻬﺪ ﺳ ــﺎﺯﻣﺎﻧﻲ، ﺍﻓﺰﺍﻳﺶ ﺭﻭﺍﺑﻂ ﻣﺪﻳﺮﻳﺖ 
– ﻛﺎﺭﻛﻨ ــﺎﻥ ﻭ ﺗﺼﻤﻴﻢ ﮔﻴﺮﻱ ﺗﻴﻤﻲ ﺗﺄﺛﻴﺮ ﺩﺍﺭﺩ.]21[ dna dooW 
sdleiF )7002( ﺩﺭﺗﺤﻘﻴ ــﻖ ﺧﻮﺩ ﻧﺸ ــﺎﻥ ﺩﺍﺩﻧﺪ ﻛﻪ: 1( ﺭﻫﺒﺮﻱ 
ﻣﺸﺘﺮﻙ ﺭﺍﺑﻄﻪ ﻱ ﻣﺜﺒﺖ ﺑﺎ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﺍﻋﻀﺎﻱ ﺗﻴﻢ ﺩﺍﺭﺩ،2( 
ﺭﻫﺒﺮﻱ ﻣﺸﺘﺮﻙ ﺩﺭ ﻣﺪﻳﺮﻳﺖ ﺗﻴﻤﻲ ﺑﺎ ﺍﺿﺎﻓﻪ ﻛﺎﺭﻱ ﺍﻋﻀﺎﻱ ﺗﻴﻢ، 
ﺗﻌﺎﺭﺽ ﻧﻘﺶ، ﺍﺑﻬﺎﻡ ﻧﻘﺶ ﻭ ﻓﺸ ــﺎﺭ ﺷﻐﻠﻲ ﺭﺍﺑﻄﻪ ﻱ ﻣﻨﻔﻲ ﺩﺍﺭﺩ.
]31[ nigarC )5002( ﺗﺤﻘﻴﻘ ــﻲ ﺍﻧﺠﺎﻡ ﺩﺍﺩ ﻛﻪ ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺁﻥ ﺑﺎ 
ﺍﺩﺑﻴﺎﺕ ﻣﺮﺑﻮﻁ ﺑﻪ ﻓﺮﻫﻨﮓ ﻣﺪﺭﺳ ــﻪ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﻫﻤﺴﻮ ﺑﻮﺩ 
ﻣﺒﻨﻲ ﺑﺮﺍﻳﻨﻜﻪ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﻣﻲ ﺗﻮﺍﻧﺪ ﺩﺭ ﺑﺴﻴﺞ ﻣﻬﺎﺭﺕ ﻫﺎﻱ ﺣﻞ 
ﻣﺴﺄﻟﻪ، ﺗﻌﻬﺪ ﺣﺮ ﻓﻪ ﺍﻱ، ﺷﻜﻞ ﺩﻫﻲ ﻓﺮﻫﻨﮓ ﻣﺪﺭﺳﻪ ﻭ ﺍﻓﺰﺍﻳﺶ 
ﭘﻴﺸ ــﺮﻓﺖ ﺗﺤﺼﻴﻠﻲ ﺩﺍﻧﺶ ﺁﻣﻮﺯﺍﻥ ﻣﺆﺛﺮ ﺑﺎﺷ ــﺪ. ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺍﻳﻦ 
ﺗﺤﻘﻴ ــﻖ ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﻛ ــﻪ ﻛﺎﺭ ﺗﻴﻢ ﺭﻫﺒﺮﻱ ﻣﺸ ــﺘﺮﻙ )ﻫﻤﻜﺎﺭﻱ 
ﻭﺑﺮﻧﺎﻣﻪ ﺭﻳﺰﻱ ﺍﺳﺘﺮﺍﺗﮋﻳﻚ( ﺑﺮ ﻓﺮﻫﻨﮓ ﻣﺪﺭﺳﻪ)ﺩﺭﮔﻴﺮﻱ ﺗﻤﺎﻡ 
ﺍﻋﻀﺎ ﻭ ﺗﺼﻤﻴﻢ ﮔﻴﺮﻱ ﺩﺍﺩﻩ ﻣﺤﻮﺭ ﻭ ﺍﺟﺮﺍﻱ ﺟﺸﻦ( ﺗﺄﺛﻴﺮ ﺩﺍﺭﺩ. 
ﺗﻴ ــﻢ ﺭﻫﺒﺮﻱ ﺍﺛﺮﺑﺨﺶ، ﻓﺮﻫﻨﮓ ﻣﺪﺭﺳ ــﻪ ﻭ ﺍﻧﮕﻴﺰﺵ، ﺗﻼﺵ ﻭ 
ﻧﮕﺮﺵ ﻫ ــﺎﻱ ﺩﺍﻧﺶ ﺁﻣﻮﺯ ﺑﻪ ﺳ ــﻤﺖ ﻳﺎﺩﮔﻴﺮﻱ ﻭ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺭﺍ 
ﺍﻓﺰﺍﻳﺶ ﻭ ﺗﻮﺳﻌﻪ ﻣﻲ ﺩﻫﺪ.]41[ anrepoL )4002( ﺩﺭ ﺗﺤﻘﻴﻖ 
ﺧ ــﻮﺩ ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﻛﻪ ﺭﻫﺒﺮﺍﻥ ﺗﻴﻤﻲ ﺑﻪ ﻃﻮﺭ ﺍﺛﺮﺑﺨﺶ، ﻣﺴ ــﻴﺮ ﻭ 
ﺭﺍﻫﻨﻤﺎﻱ ﺭﻭﺷ ــﻦ ﺭﺍ ﺍﺑﻼﻍ ﻣﻲ ﻛﻨﻨ ــﺪ، ﺍﺯ ﻗﺎﺑﻠﻴﺖ ﻫﺎﻱ ﺗﻴﻢ ﺑﺮﺍﻱ 
ﺁﺯﺍﺩﻱ ﻋﻤﻞ ﺑﻪ ﺍﻋﻀﺎﻱ ﺗﻴﻢ ﻛﻪ ﺩﺭ ﺑﺎﻻﺗﺮﻳﻦ ﺳﻄﺢ ﻛﺎﺭ ﻣﻲ ﻛﻨﻨﺪ، 
ﺁﮔﺎﻩ ﻫﺴﺘﻨﺪ، ﺍﺯ ﺗﻴﻢ ﻭ ﺍﻋﻀﺎﻱ ﺁﻥ ﻣﺮﺍﻗﺒﺖ ﻣﻲ ﻛﻨﻨﺪ، ﺗﺼﻤﻴﻤﺎﺕ 
ﺭﺍ ﺑﻪ ﻣﻮﻗﻊ ﺍﺗﺨﺎﺫ ﻣﻲ ﻛﻨﻨﺪ، ﻧﻘﺶ ﺧﻮﺩ ﺭﺍ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﻣﺜﺎﻝ ﺍﻳﻔﺎ 
ﻣﻲ ﻛﻨﻨﺪ ﻭ ﺑﺮﺍﻱ ﺍﻋﻀﺎﻱ ﺗﻴﻢ ﻗﺎﺑﻞ ﺩﺳﺘﺮﺱ ﻫﺴﺘﻨﺪ.]51[
ﻓﺮﺿﻴﻪ ﻫﺎﻱ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻋﺒﺎﺭﺕ ﺑﻮﺩﻧﺪ ﺍﺯ:
. 1 ﺑﻴ ــﻦ  ﻣﺆﻟﻔﻪ ﻫ ــﺎﻱ  ﻫ ــﻮﺵ  ﺍﺧﻼﻗ ــﻲ  )ﺩﺭﺳ ــﺘﻜﺎﺭﻱ، 
ﺳّﻴﺪﻋﻠﻲ ﺳﻴﺎﺩﺕ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
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ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ، ﺩﻟﺴﻮﺯﻱ ﻭ ﺑﺨﺸﺶ( ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ ﻭ 
ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺭﺍﺑﻄﻪ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
. 2 ﺑﻴ ــﻦ ﻧﻈﺮﺍﺕ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤ ــﻲ ﺩﺭ ﺯﻣﻴﻨﻪ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ 
ﺑ ــﺎ ﺗﻮﺟﻪ ﺑﻪ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺩﻣﻮﮔﺮﺍﻓﻴﻚ ﺁﻥ ﻫﺎ)ﺳ ــﻦ، ﺳ ــﺎﺑﻘﻪ 
ﺧﺪﻣ ــﺖ، ﺳ ــﺎﺑﻘﻪ ﻣﺪﻳﺮﻳﺘﻲ، ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠ ــﻲ، ﻣﺤﻞ ﺍﺧﺬ 
ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ، ﭼﻨﺪ ﺷﻐﻠﻪ ﺑﻮﺩﻥ، ﺍﻓﺘﺨﺎﺭﺍﺕ ﻋﻠﻤﻲ، ﻣﺮﺗﺒﻪ 
ﻋﻠﻤﻲ( ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
. 3 ﺑﻴﻦ ﻧﻈﺮﺍﺕ ﻣﺪﻳﺮﺍﻥ  ﺁﻣﻮﺯﺷﻲ ﻭ ﻏﻴﺮﺁﻣﻮﺯﺷﻲ ﺩﺭ ﺯﻣﻴﻨﻪ ﻫﻮﺵ 
ﺍﺧﻼﻗﻲ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺩﻣﻮﮔﺮﺍﻓﻴﻚ ﺁﻥ ﻫﺎ )ﺳ ــﻦ، 
ﺳ ــﺎﺑﻘﻪ ﺧﺪﻣﺖ، ﺳ ــﺎﺑﻘﻪ ﻣﺪﻳﺮﻳﺘﻲ، ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ، ﻣﺤﻞ 
ﺍﺧﺬ ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ، ﭼﻨﺪ ﺷﻐﻠﻪ ﺑﻮﺩﻥ، ﺍﻓﺘﺨﺎﺭﺍﺕ ﻋﻠﻤﻲ، 
ﻣﺮﺗﺒﻪ ﻋﻠﻤﻲ( ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ
ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺗﻮﺻﻴﻔﻲ ﺍﺯ ﻧﻮﻉ ﻫﻤﺒﺴﺘﮕﻲ ﻣﻲ ﺑﺎﺷﺪ. ﺗﻮﺻﻴﻔﻲ 
ﺍﺯ ﺍﻳ ــﻦ ﺟﻬﺖ ﻛﻪ ﺑﻪ ﺗﻮﺻﻴﻒ ﻭﺿﻌﻴﺖ ﻣﻮﺟﻮﺩ ﻫﻮﺵ ﺍﺧﻼﻗﻲ 
ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷ ــﻲ ﻭﻏﻴﺮ ﺁﻣﻮﺯﺷ ــﻲ ﻣﻲ ﭘﺮﺩﺍﺯﺩ 
ﻭ ﻫﻤﺒﺴ ــﺘﮕﻲ ﺍﺯ ﺍﻳﻦ ﺟﻬﺖ ﻛﻪ ﺭﺍﺑﻄ ــﻪ ﺑﻴﻦ ﺩﻭ ﻣﺆﻟﻔﻪ ﻱ ﻫﻮﺵ 
ﺍﺧﻼﻗ ــﻲ ﺑﺎ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺑﺮﺭﺳ ــﻲ ﻣﻲ ﺷ ــﻮﺩ. ﺟﺎﻣﻌﻪ ﺁﻣﺎﺭﻱ 
ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺷ ــﺎﻣﻞ ﻛﻠﻴﻪ ﻱ ﻣﺪﻳ ــﺮﺍﻥ ﻭ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ 
ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﻫﺴﺘﻨﺪﻛﻪ ﺩﺭ ﺳﺎﻝ ﺗﺤﺼﻴﻠﻲ 88-7831 
ﺑ ــﻪ ﺗﺮﺗﻴ ــﺐ ﺑﺎﻟﻎ ﺑﺮ012 ﻭ 155 ﻧﻔ ــﺮ ﺑﻮﺩﻩ ﺍﻧﺪ. ﺩﺭ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﺍﺯ 
ﺭﻭﺵ ﻧﻤﻮﻧﻪ ﮔﻴﺮﻱ ﺗﺼﺎﺩﻓﻲ ﻃﺒﻘﻪ ﺍﻱ ﻣﺘﻨﺎﺳﺐ ﺑﺎ ﺣﺠﻢ ﺍﺳﺘﻔﺎﺩﻩ 
ﮔﺮﺩﻳﺪ ﻭ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﻭ ﻣﺪﻳﺮﺍﻥ ﺑﻪ ﻧﺴ ــﺒﺖ ﺗﻌﺪﺍﺩﺷﺎﻥ 
ﺩﺭﺩﺍﻧﺸﮕﺎﻩ ﻭﺍﺭﺩ ﺷﺪﻧﺪ.ﺣﺠﻢ ﻧﻤﻮﻧﻪ ﻱ ﭘﮋﻭﻫﺶ ﺑﺮﺍﺳﺎﺱ ﻳﻚ 
ﻣﻄﺎﻟﻌ ــﻪ ﻣﻘﺪﻣﺎﺗﻲ ﻭ ﺗﻌﻴﻴﻦ ﻭﺍﺭﻳﺎﻧﺲ ﻧﻤﺮﺍﺕ ﺑﻪ ﺩﺳ ــﺖ ﺁﻣﺪﻩ ﻭ 
ﺑﺎ ﺍﺳ ــﺘﻔﺎﺩﻩ ﺍﺯ ﻓﺮﻣﻮﻝ ﺣﺠﻢ ﻧﻤﻮﻧﻪ ﺑﻪ ﺩﺳ ــﺖ ﺁﻣﺪ ﻭ ﻧﻤﻮﻧﻪ ﺍﻱ ﺑﻪ 
ﺣﺠﻢ 441 ﻭ 901 ﻋﻀﻮ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﻭ ﻣﺪﻳﺮ ﺍﻧﺘﺨﺎﺏ ﮔﺮﺩﻳﺪ. 
ﺍﺑﺰﺍﺭﻫﺎﻱ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻋﺒﺎﺭﺕ ﺑﻮﺩﻧﺪ ﺍﺯ:
1. ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﻱ ﻫ ــﻮﺵ ﺍﺧﻼﻗﻲ ﺗﻮﺳ ــﻂ ﻟﻨﻴ ــﻚ ﻭﻛﻴﻞ ]3[ 
ﺍﺭﺍﺋﻪ ﺷ ــﺪ ﻛﻪ ﺍﺯ04 ﺳ ــﺆﺍﻝ ﺩﺭ ﻃﻴﻒ ﭘﻨﺞ ﺩﺭﺟﻪ ﺍﻱ)ﻫﺮﮔﺰ، ﺑﻪ 
ﻧﺪﺭﺕ، ﮔﺎﻫﻲ ﺍﻭﻗﺎﺕ، ﺍﻏﻠﺐ ﻭ ﺗﻤﺎﻡ ﺍﻭﻗﺎﺕ( ﺗﺸ ــﻜﻴﻞ ﺷ ــﺪﻩ 
ﺍﺳ ــﺖ. ﭘﺎﻳﺎﻳﻲ ﺍﻳﻦ ﺁﺯﻣﻮﻥ ﺑﺎ ﺍﺳ ــﺘﻔﺎﻩ ﺍﺯ ﺿﺮﻳﺐ ﺁﻟﻔﺎﻱ ﻛﺮﻭﻧﺒﺎﺥ 
ﺑﺎ 49/0=αr ﻭ ﺭﻭﺍﻳ ــﻲ ﺻﻮﺭﻱ ﻭ ﻣﺤﺘﻮﺍﻳﻲ ﻭﻫﻤﺎﻫﻨﮕﻲ ﺩﺭﻭﻧﻲ 
ﻣﺆﻟﻔﻪ ﻫ ــﺎﻱ ﺁﻥ ﺗﻮﺳ ــﻂ ﻣﺘﺨﺼﺼﺎﻥ ﻣﻮﺭﺩﺗﺄﻳﻴ ــﺪ ﻗﺮﺍﺭﮔﺮﻓﺖ. 
ﺑﻴﺸﺘﺮﻳﻦ ﻫﻤﺒﺴﺘﮕﻲ ﺩﺭﻭﻧﻲ ﺑﻴﻦ ﺑﺨﺸﺶ ﻭ ﺩﻟﺴﻮﺯﻱ ﺑﺎ ﻫﻮﺵ 
ﺍﺧﻼﻗﻲ ﺑﺎ )68/0= r( ﻭﻛﻤﺘﺮﻳﻦ ﻫﻤﺒﺴ ــﺘﮕﻲ ﺑﻴﻦ ﺩﺭﺳ ــﺘﻜﺎﺭﻱ 
ﺑﺎ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﺑﺎ )66/0=r( ﻣﻲ ﺑﺎﺷ ــﺪ. ﻧﺘﺎﻳﺞ ﺗﺤﻠﻴﻞ ﻋﺎﻣﻠﻲ 
ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻧﻴﺰ ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﻛﻪ ﺩﺭﺳﺘﻜﺎﺭﻱ ﺑﺎ ﺑﺎﺭ 
ﻋﺎﻣﻠﻲ )46/0(، ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ)18/0(، ﺩﻟﺴﻮﺯﻱ)48/0( 
ﻭﺑﺨﺸ ــﺶ)38/0( ﺩﺍﺭﺍﻱ 08 ﺩﺭﺻﺪ ﺍﺷ ــﺘﺮﺍﻙ ﻫﺴﺘﻨﺪ ﻛﻪ ﺍﻳﻦ 
ﻋﺎﻣﻞ ﻣﺸﺘﺮﻙ ﺭﺍ ﻣﻲ ﺗﻮﺍﻥ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻧﺎﻣﻴﺪ؛ ﻭ
2. ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﻛﻪ ﺗﻮﺳ ــﻂ ﻛﻴﻢ ]4[ ﺍﺭﺍﺋﻪ ﺷ ــﺪ ﻭ 
ﺍﺯ 54 ﺳ ــﺆﺍﻝ ﺩﺭ ﻃﻴ ــﻒ ﭘﻨﺞ ﺩﺭﺟﻪ ﺍﻱ )ﻛﺎﻣ ــًﻼ ﻣﻮﺍﻓﻘﻢ ﺗﺎ ﻛﺎﻣًﻼ 
ﻣﺨﺎﻟﻔﻢ( ﺗﺸ ــﻜﻴﻞ ﺷﺪﻩ ﺍﺳ ــﺖ. ﭘﺎﻳﺎﻳﻲ ﺍﻳﻦ ﺁﺯﻣﻮﻥ ﺑﺎ ﺍﺳﺘﻔﺎﻩ ﺍﺯ 
ﺿﺮﻳﺐ ﺁﻟﻔﺎﻱ ﻛﺮﻭﻧﺒﺎﺥ 39/0=αr ﻭ ﺭﻭﺍﻳﻲ ﺻﻮﺭﻱ ﻭ ﻣﺤﺘﻮﺍﻳﻲ 
ﻭ ﻫﻤﺒﺴ ــﺘﮕﻲ ﺩﺭﻭﻧﻲ ﺁﻥ ﻧﻴﺰ ﺗﻮﺳ ــﻂ ﻣﺘﺨﺼﺼﺎﻥ ﻣﻮﺭﺩ ﺗﺄﻳﻴﺪ 
ﻗﺮﺍﺭ ﮔﺮﻓﺖ.
ﺭﻭﺵ ﺍﺟ ــﺮﺍﻱ ﭘﮋﻭﻫ ــﺶ ﺑﻪ ﺍﻳ ــﻦ ﺻﻮﺭﺕ ﺑﻮﺩ ﻛ ــﻪ ﺍﺑﺘﺪﺍ 
ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﻫﺎﻱ ﺍﻳ ــﻦ ﭘﮋﻭﻫﺶ ﻛ ــﻪ ﺣﺎﻭﻱ ﻧ ــﻜﺎﺕ ﻻﺯﻡ ﺩﺭ 
ﺧﺼ ــﻮﺹ ﭘﮋﻭﻫ ــﺶ، ﻣﺤﺮﻣﺎﻧ ــﻪ ﺑﻮﺩﻥ ﺍﻃﻼﻋﺎﺕ ﺷ ــﺨﺼﻲ 
ﺁﺯﻣﻮﺩﻧﻲ ﻫﺎ ﻭ ﻣﺸ ــﺨﺼﺎﺕ ﻓﺮﺩﻱ ﺑﻮﺩ، ﺑﻪ ﺗﻌﺪﺍﺩ ﻣﻮﺭﺩ ﻧﻴﺎﺯ ﺗﻬﻴﻪ 
ﻭ ﺗﻜﺜﻴ ــﺮ ﮔﺮﺩﻳﺪ. ﭘﺲ ﺍﺯﺁﻥ ﺑﺎ ﻣﺮﺍﺟﻌ ــﻪ ﺑﻪ ﺩﻓﺎﺗﺮﻛﺎﺭﻱ ﻣﺪﻳﺮﺍﻥ 
ﺁﻣﻮﺯﺷ ــﻲ ﻭ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ)ﺑﺮﺍﻱ ﺳﻨﺠﺶ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﺁﻧﺎﻥ( 
ﭘﺮﺳﺸﻨﺎﻣﻪ ﻫﺎ ﺑﻴﻦ ﺁﻥ ﻫﺎ ﺗﻮﺯﻳﻊ ﺷﺪ ﻭ ﭘﺮﺳﺸﻨﺎﻣﻪ ﻱ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ 
ﺑﻴﻦ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﺟﻬﺖ ﺳ ــﻨﺠﺶ ﻣﻴﺰﺍﻥ ﺩﺭﻙ ﺁﻧﺎﻥ ﺍﺯ 
ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺗﻮﺯﻳﻊ ﮔﺮﺩﻳﺪ. ﺭﻭﺵ ﻫﺎﻱ ﺁﻣﺎﺭﻱ ﺗﺠﺰﻳﻪ ﻭﺗﺤﻠﻴﻞ 
ﺩﺍﺩﻩ ﻫﺎ، ﺿﺮﻳﺐ ﻫﻤﺒﺴ ــﺘﮕﻲ ﭘﻴﺮﺳﻮﻥ )ﺑﻪ ﻣﻨﻈﻮﺭ ﺑﺮﺭﺳﻲ ﺭﺍﺑﻄﻪ 
ﺑﻴ ــﻦ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻫ ــﻮﺵ ﺍﺧﻼﻗ ــﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷ ــﻲ ﻭ ﻏﻴﺮ 
ﺁﻣﻮﺯﺷ ــﻲ ﺑﺎ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ(، ﺭﮔﺮﺳ ــﻴﻮﻥ ﭼﻨﺪﮔﺎﻧﻪ )ﺑﻪ ﻣﻨﻈﻮﺭ 
ﭘﻴﺶ ﺑﻴﻨ ــﻲ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺍﺯ ﺭﻭﻱ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗﻲ(، 
ﺗﺤﻠﻴ ــﻞ ﻭﺍﺭﻳﺎﻧﺲ ﻳﻚ ﻣﺘﻐﻴﺮﻩ )ﺑﻪ ﻣﻨﻈﻮﺭ ﺑﺮﺭﺳ ــﻲ ﺗﻔﺎﻭﺕ ﺑﻴﻦ 
ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷ ــﻲ ﻭ ﻏﻴﺮ ﺁﻣﻮﺯﺷ ــﻲ ﻭ ﺭﻫﺒﺮﻱ 
ﺗﻴﻤﻲ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﺑﺮﺣﺴﺐ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺩﻣﻮﮔﺮﺍﻓﻴﻚ 
ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪﻩ ﺍﺳﺖ.
ﻳﺎﻓﺘﻪ ﻫﺎ
ﻓﺮﺿﻴ ـﻪ 1: ﺑﻴ ــﻦ ﻣﺆﻟﻔﻪ ﻫ ــﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗﻲ )ﺩﺭﺳ ــﺘﻜﺎﺭﻱ، 
ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ، ﺩﻟﺴ ــﻮﺯﻱ ﻭ ﺑﺨﺸﺶ( ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ ﻭ 
ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺭﺍﺑﻄﻪ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺭﺍﺑﻄﻪ ﻱ ﺑﻴﻦ ﻫﻮﺵ ﺍﺧﻼ ﻗﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺩﺭ …
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ﻧﺘﺎﻳﺞ ﺣﺎﺻﻞ ﺍﺯ ﻫﻤﺒﺴ ــﺘﮕﻲ ﻧﺸ ــﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ ﺑﻴﻦ ﻫﻮﺵ 
ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷ ــﻲ ﻭ ﺭﻫﺒ ــﺮﻱ ﺗﻴﻤﻲ ﺭﺍﺑﻄﻪ ﻱ ﻣﻌﻨﻲ ﺩﺍﺭ 
ﻭﻣﺜﺒﺖ ﺩﺭ ﺳ ــﻄﺢ 50/0<P ﺑﺎ ﺿﺮﻳﺐ ﻫﻤﺒﺴ ــﺘﮕﻲ )311/0=r( 
ﻭﺟﻮﺩ ﺩﺍﺭﺩ. ﺑﻴﺸﺘﺮﻳﻦ ﺿﺮﻳﺐ ﻫﻤﺒﺴﺘﮕﻲ ﺑﻴﻦ ﺑﺨﺸﺶ ﺑﺎ ﺭﻫﺒﺮﻱ 
ﺗﻴﻤﻲ ﺑﺎ )651/0=r( ﻭ ﻛﻤﺘﺮﻳﻦ ﺿﺮﻳﺐ ﻫﻤﺒﺴﺘﮕﻲ ﺑﻴﻦ ﺩﻟﺴﻮﺯﻱ 
ﺑﺎ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺑﺎ )940/0=r( ﻣﻲ ﺑﺎﺷ ــﺪ. ﻫﻢ ﭼﻨﻴﻦ ﺑﻴﻦ ﻫﻮﺵ 
ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ ﺑﺎ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺭﺍﺑﻄﻪ ﻱ ﻣﻌﻨﻲ ﺩﺍﺭ 
ﻭ ﻣﺜﺒﺖ ﺑﺎ ﺿﺮﻳﺐ ﻫﻤﺒﺴﺘﮕﻲ )043/0=r( ﻭﺟﻮﺩ ﺩﺍﺭﺩ ﻛﻪ ﺑﻴﺸﺘﺮﻳﻦ 
ﺿﺮﻳﺐ ﻫﻤﺒﺴ ــﺘﮕﻲ ﺍﺳ ــﺖ ﻭ ﻛﻤﺘﺮﻳﻦ ﺿﺮﻳﺐ ﻫﻤﺒﺴﺘﮕﻲ ﺑﻴﻦ 
ﺑﺨﺸﺶ ﺑﺎ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺑﺎ )830/0=r(ﻣﻲ ﺑﺎﺷﺪ.
ﻧﺘﺎﻳﺞ ﺣﺎﺻﻞ ﺍﺯ ﺗﺤﻠﻴﻞ ﺭﮔﺮﺳﻴﻮﻥ ﭼﻨﺪ ﻣﺘﻐﻴﺮﻩ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ 
ﻛﻪ ﺑﻴﺸﺘﺮﻳﻦ ﺿﺮﻳﺐ ﺭﮔﺮﺳﻴﻮﻥ ﺑﻴﻦ ﺩﻟﺴﻮﺯﻱ ﺑﺎ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺑﺎ 
)649/0=β( ﻭ ﻛﻤﺘﺮﻳﻦ ﺿﺮﻳﺐ ﺭﮔﺮﺳﻴﻮﻥ ﺑﻴﻦ ﺑﺨﺸﺶ ﻣﺪﻳﺮﺍﻥ 
ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ ﺑﺎ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺑﺎ )141/0=β( ﻣﻲ ﺑﺎﺷﺪ.
ﻓﺮﺿﻴﻪ 2: ﺑﻴﻦ ﻧﻈﺮﺍﺕ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﺩﺭ ﺯﻣﻴﻨﻪ ﺭﻫﺒﺮﻱ 
ﺗﻴﻤﻲ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺩﻣﻮﮔﺮﺍﻓﻴﻚ ﺁﻥ ﻫﺎ)ﺳ ــﻦ، ﺳﺎﺑﻘﻪ 
ﺧﺪﻣﺖ، ﺳﺎﺑﻘﻪ ﻣﺪﻳﺮﻳﺘﻲ، ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ، ﻣﺤﻞ ﺍﺧﺬ ﻣﺪﺭﻙ 
ﺗﺤﺼﻴﻠﻲ، ﭼﻨﺪ ﺷ ــﻐﻠﻪ ﺑﻮﺩﻥ، ﺍﻓﺘﺨﺎﺭﺍﺕ ﻋﻠﻤﻲ، ﻣﺮﺗﺒﻪ ﻋﻠﻤﻲ( 
ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺳّﻴﺪﻋﻠﻲ ﺳﻴﺎﺩﺕ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
ﺟﺪﻭﻝ 1: ﺿﺮﻳﺐ ﻫﻤﺒﺴﺘﮕﻲ ﺑﻴﻦ ﻣﺆﻟﻔﻪ ﻫﺎﻱ
ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ
ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ
* 311/0=r
330/0=gis
ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ
* 201/0=r
350/0=gis
ﺩﺭﺳﺘﻜﺎﺭﻱ
*780/0=r
200/0=gis
ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ
*940/0=r
750/0=gis
ﺩﻟﺴﻮﺯﻱ
*651/0=r
300/0=gis
ﺑﺨﺸﺶ
*043/0=r
850/0=gis
ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ
*140/0=r
140/0=gis
ﺩﺭﺳﺘﻜﺎﺭﻱ 
*960/0=r
300/0=gis
ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ
*040/0=r
640/0=gis
ﺩﻟﺴﻮﺯﻱ
*830/0=r
640/0=gis
ﺑﺨﺸﺶ
ﺟﺪﻭﻝ 2: ﺿﺮﺍﻳﺐ ﺭﮔﺮﺳﻴﻮﻥ ﭼﻨﺪ ﮔﺎﻧﻪ ﺑﻴﻦ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ ﻭ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ ﺑﺎ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ
ﺿﺮﺍﻳﺐ ﺍﺳﺘﺎﻧﺪﺍﺭﺩ ﻧﺸﺪﻩ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ
B
ﺿﺮﺍﻳﺐ ﺍﺳﺘﺎﻧﺪﺍﺭﺩ ﺷﺪﻩ ﺍﻧﺤﺮﺍﻑ ﺍﺳﺘﺎﻧﺪﺍﺭﺩ
ateB
ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭﻱt
185/0355/0422/0626/7512/0ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ
505/0766/0397/0036/7880/0ﺩﺭﺳﺘﻜﺎﺭﻱ
947/0023/0584/0756/7454/0ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ
065/0385/0937/0226/7744/0ﺩﻟﺴﻮﺯﻱ
525/0636/0456/0836/7558/0ﺑﺨﺸﺶ 
690/0966/1882/0330/0550/0ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ
400/0629/2076/0442/3494/0ﺩﺭﺳﺘﻜﺎﺭﻱ
000/0367/3053/0353/2358/0ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ
400/0868/2649/0107/4184/0ﺩﻟﺴﻮﺯﻱ
531/0794/1141/0329/1878/0ﺑﺨﺸﺶ
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ﺭﺍﺑﻄﻪ ﻱ ﺑﻴﻦ ﻫﻮﺵ ﺍﺧﻼ ﻗﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺩﺭ …
ﺟﺪﻭﻝ3: ﻣﻘﺎﻳﺴﻪ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻫﺎﻱ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺑﺮ ﺣﺴﺐ ﺳﻦ، ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ، ﺳﺎﺑﻘﻪ ﻣﺪﻳﺮﻳﺘﻲ، ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ،
ﻣﺤﻞ ﺍﺧﺬ ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ، ﻣﺮﺗﺒﻪ ﻱ ﻋﻠﻤﻲ، ﭼﻨﺪ ﺷﻐﻠﻪ ﺑﻮﺩﻥ، ﺍﻓﺘﺨﺎﺭﺍﺕ ﻋﻠﻤﻲ
ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭﻱFﻣﻴﺎﻧﮕﻴﻦ ﻣﺠﺬﻭﺭﺍﺕﺩﺭﺟﻪ ﺁﺯﺍﺩﻱﻣﺠﻤﻮﻉ ﻣﺠﺬﻭﺭﺍﺕﻣﺘﻐﻴﺮ ﻭﺍﺑﺴﺘﻪﻣﻨﺒﻊ ﺍﺛﺮ
740/0549/59072/87419072/874ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲﺳﻦ
090/0926/76743/69616743/696ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ
135/0693/0081/6751081/675ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲﺳﺎﺑﻘﻪ ﻣﺪﻳﺮﻳﺘﻲ
966/0481/0759/381759/38ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ
938/0140/0548/811548/81ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲﻣﺤﻞ ﺍﺧﺬ ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ
706/0762/0906/1211906/121ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﻣﺮﺗﺒﻪ ﻋﻠﻤﻲ
012/0530/13263/341411263/34141 ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺍﻓﺘﺨﺎﺭﺍﺕ ﻋﻠﻤﻲ
577/0280/0993/731993/73ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲﭼﻨﺪ ﺷﻐﻠﻪ ﺑﻮﺩﻥ
ﺟﺪﻭﻝ4: ﻣﻘﺎﻳﺴﻪ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻫﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ ﺑﺮ ﺣﺴﺐ ﺳﻦ، ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ، ﺳﺎﺑﻘﻪ ﻣﺪﻳﺮﻳﺘﻲ، ﻣﺪﺭﻙ 
ﺗﺤﺼﻴﻠﻲ، ﻣﺤﻞ ﺍﺧﺬ ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ، ﻣﺮﺗﺒﻪ ﻱ ﻋﻠﻤﻲ، ﭼﻨﺪ ﺷﻐﻠﻪ ﺑﻮﺩﻥ، ﺍﻓﺘﺨﺎﺭﺍﺕ ﻋﻠﻤﻲ
ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭﻱFﻣﻴﺎﻧﮕﻴﻦ ﻣﺠﺬﻭﺭﺍﺕﺩﺭﺟﻪ ﺁﺯﺍﺩﻱﻣﺠﻤﻮﻉ ﻣﺠﺬﻭﺭﺍﺕﻣﺘﻐﻴﺮ ﻭﺍﺑﺴﺘﻪﻣﻨﺒﻊ ﺍﺛﺮ
ﺳﻦ
390/0207/4950/85721950/8572ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ
780/0800/3346/21211346/2121ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ
ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ
830/0597/2334/93611334/9361ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ
90/0749/2199/78111199/7811ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ
ﺳﺎﺑﻘﻪ ﻣﺪﻳﺮﻳﺘﻲ
560/0084/3221/14021221/1402ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ 
880/0568/5279/36321279/3632ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ
ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ
607/0341/0649/381649/38ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ
351/0380/2275/9381275/938ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ
ﻣﺤﻞ ﺍﺧﺬ ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ
123/0899/0161/5851161/585ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ
611/0335/2299/02011299/0201ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ
ﻣﺮﺗﺒﻪ ﻋﻠﻤﻲ
561/0759/1031/84111031/8411ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ
528/0940/0919/911919/91ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ
ﺍﻓﺘﺨﺎﺭﺍﺕ ﻋﻠﻤﻲ
775/0413/0607/4091607/4091ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ
579/0100/0493/0493/0ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ
ﭼﻨﺪ ﺷﻐﻠﻪ ﺑﻮﺩﻥ
570/0742/3607/40911607/4091ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ
356/0402/0163/281163/28ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷﻲ
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ﻧﺘﺎﻳﺞ ﺣﺎﺻﻞ ﺍﺯ ﺗﺤﻠﻴﻞ ﻭﺍﺭﻳﺎﻧﺲ ﻳﻚ ﻣﺘﻐﻴﺮﻩ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ 
ﻛﻪ ﺑﻴﻦ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻫﺎﻱ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ 
ﺑﺮﺣﺴﺐ ﺳ ــﻦ ﺁﻧﺎﻥ ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﺩﺍﺭﺩ ﻛﻪ ﺩﺭ ﺳﻄﺢ 50/0<P 
ﻣﻌﻨﻲ ﺩﺍﺭ ﺍﺳ ــﺖ. ﻧﻤﻮﺩﺍﺭ 1 ﻧﺸ ــﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ 
ﻋﻠﻤﻲ ﺑﺎ ﺳ ــﻦ ﺑﺎﻻﺗﺮ، ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺑﺎﻻﺗﺮﻱ ﻧﺴ ــﺒﺖ ﺑﻪ ﻛﺴﺎﻧﻲ 
ﻛﻪ ﺳﻦ ﭘﺎﻳﻴﻦ ﺗﺮﻱ ﺩﺍﺭﻧﺪ، ﻛﺴﺐ ﻛﺮﺩﻩ ﺍﻧﺪ.
ﻓﺮﺿﻴﻪ 3: ﺑﻴﻦ ﻧﻈﺮﺍﺕ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷ ــﻲ ﻭ ﻏﻴﺮ ﺁﻣﻮﺯﺷ ــﻲ ﺩﺭ 
ﺯﻣﻴﻨﻪ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺩﻣﻮﮔﺮﺍﻓﻴﻚ ﺁﻥ ﻫﺎ 
)ﺳﻦ، ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ، ﺳﺎﺑﻘﻪ ﻣﺪﻳﺮﻳﺘﻲ، ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ، ﻣﺤﻞ 
ﺍﺧﺬ ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ، ﭼﻨﺪ ﺷ ــﻐﻠﻪ ﺑ ــﻮﺩﻥ، ﺍﻓﺘﺨﺎﺭﺍﺕ ﻋﻠﻤﻲ، 
ﻣﺮﺗﺒﻪ ﻋﻠﻤﻲ( ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﻧﺘﺎﻳ ــﺞ ﺣﺎﺻﻞ ﺍﺯ ﺗﺤﻠﻴ ــﻞ ﻭﺍﺭﻳﺎﻧﺲ ﻳﻚ ﻣﺘﻐﻴﺮﻩ ﻧﺸ ــﺎﻥ 
ﻣﻲ ﺩﻫ ــﺪ ﻛﻪ ﺑﻴﻦ ﻣﻴﺎﻧﮕﻴ ــﻦ ﻧﻤﺮﻩ ﻫﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ 
ﺁﻣﻮﺯﺷ ــﻲ ﺑﺮﺣﺴ ــﺐ ﺳ ــﺎﺑﻘﻪ ﺧﺪﻣﺖ ﺁﻧﺎﻥ ﻭ ﺑﻴ ــﻦ ﻣﻴﺎﻧﮕﻴﻦ 
ﻧﻤﺮﻩ ﻫ ــﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗ ــﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮﺁﻣﻮﺯﺷ ــﻲ ﺗﻔﺎﻭﺗﻲ 
ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ. ﻧﻤﻮﺩﺍﺭ 2 ﻧﺸ ــﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷﻲ ﺑﺎ 
ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ ﺑﺎﻻﺗﺮ ﻧﺴﺒﺖ ﺑﻪ ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ ﭘﺎﻳﻴﻦ ﺗﺮ، ﻫﻮﺵ 
ﺍﺧﻼﻗﻲ ﺑﺎﻻﺗﺮﻱ ﻛﺴﺐ ﻛﺮﺩﻩ ﺍﻧﺪ.
ﺑﺤﺚ ﻭ ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ 
ﻧﺘﺎﻳﺞ ﺣﺎﺻﻞ ﺍﺯ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻧﺸﺎﻥ ﺩﺍﺩ ﻛﻪ:
1. ﺑﻴ ــﻦ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷ ــﻲ ﻭﻏﻴﺮﺁﻣﻮﺯﺷ ــﻲ ﻭ 
ﺭﻫﺒ ــﺮﻱ ﺗﻴﻤﻲ ﺭﺍﺑﻄﻪ ﻱ ﻣﻌﻨﻲ ﺩﺍﺭ ﻭﻣﺜﺒﺖ ﺩﺭ ﺳ ــﻄﺢ 50/0<P ﺑﺎ 
ﺿﺮﻳﺐ ﻫﻤﺒﺴ ــﺘﮕﻲ )311/0=r( ﻭ )043/0=r( ﻭﺟﻮﺩ ﺩﺍﺭﺩ. ﺍﻳﻦ 
ﻳﺎﻓﺘ ــﻪ ﺑﺎ ﺗﺌﻮﺭﻱ ﻫﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗ ــﻲ ﻟﻨﻴﻚ ﻭﻛﻴﻞ]3[، ﺭﻫﺒﺮﻱ 
ﺗﻴﻤﻲ ﻛﻴﻢ]4[ ﻭ ﺑﺎ ﭘﮋﻭﻫﺶ ﻫﺎﻱ ﻛﺮﻳﺸ ــﻨﺎﻥ]9[، ﻭﺳﺘﻮﺍﻟﺪ]01[، 
ﻭﻭﺩ ﻭ ﻓﻴﻠﺪﺯ]31[، ﻛﺮﺍﮔﻴﻦ]41[، ﭘﺮﺍﺗﻲ، ﺩﺍﮔﻼﺱ، ﻓﺮﻳﺲ، ﺁﻣﺘﺮ 
ﻭ ﺑﻮﻛﻠﻲ]11[ ﻭ ﻟﻮﭘﺮﻧﺎ]51[ ﻫﻤﺴﻮ ﺑﻮﺩﻩ ﻭﺑﺎ ﺁﻥ ﻫﻤﺨﻮﺍﻧﻲ ﺩﺍﺭﺩ. 
ﺩﺭﺑﻴﺎﻥ ﺗﺒﻴﻴﻦ ﺍﻳﻦ ﻳﺎﻓﺘﻪ ﻣﻲ ﺗﻮﺍﻥ ﮔﻔﺖ ﺭﺷ ــﺪ ﺍﺧﻼﻗﻲ ﺭﻫﺒﺮﺍﻥ ﺑﺎ 
ﺭﻓﺘﺎﺭﻫﺎﻳﻲ ﻛﻪ ﺁﻧﺎﻥ ﺍﺯ ﺧﻮﺩ ﻧﺸ ــﺎﻥ ﻣﻲ ﺩﻫﻨﺪ، ﺭﺍﺑﻄﻪ ﻱ ﻣﺴ ــﺘﻘﻴﻢ 
ﺩﺍﺭﺩ. ﺑ ــﺎ ﺗﻮﺟﻪ ﺑﻪ ﺍﻳﻨﻜﻪ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺁﻣﻮﺯﺷ ــﻲ، ﺍﻋﻀﺎﻱ 
ﺳﺎﺯﻣﺎﻥ ﺩﺍﺭﺍﻱ ﺍﺭﺯﺵ ﻫﺎ ﻭ ﺑﺎﻭﺭﻫﺎﻱ ﻣﺘﻔﺎﻭﺗﻲ ﺑﻮﺩﻩ ﻭﻧﻮﻉ ﻛﺎﺭﻫﺎ 
ﻧﻴ ــﺰ ﺑﻪ ﻣﻬﺎﺭﺕ ﻫﺎ ﻭ ﺩﻳﺪﮔﺎﻩ ﻫﺎﻱ ﮔﻮﻧﺎﮔ ــﻮﻥ ﻧﻴﺎﺯ ﺩﺍﺭﺩ، ﺑﻨﺎﺑﺮﺍﻳﻦ 
ﺗﻴ ــﻢ ﺭﻫﺒﺮﻱ ﺑﻬﺘﺮ ﺍﺯﻳﻚ ﺭﻫﺒﺮ ﻋﻤ ــﻞ ﻣﻲ ﻛﻨﺪ. ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺩﺭ 
ﺩﺍﻧﺸﮕﺎﻩ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﺍﻓﺮﺍﺩ ﺯﺑﺪﻩ ﻭ ﻣﺘﺨﺼﺺ ﻣﻲ ﺗﻮﺍﻧﺪ ﺯﻣﻴﻨﻪ ﻱ 
ﺭﻗﺎﺑﺖ ﻣﺆﺛﺮ ﻭ ﻛﺎﺭﺁﻳﻲ ﺑﺎﻻﺗﺮ ﺭﺍ ﻓﺮﺍﻫﻢ ﻛﻨﺪ ﻭ ﺍﺯ ﺗﻤﺎﻡ ﺗﻮﺍﻧﺎﻳﻲ ﻫﺎ ﻭ 
ﺍﺳﺘﻌﺪﺍﻫﺎﻱ ﺍﻓﺮﺍﺩ ﻧﺨﺒﻪ ﻧﻬﺎﻳﺖ ﺍﺳﺘﻔﺎﺩﻩ ﺭﺍ ﺑﺒﺮﺩ. ﺩﺭ ﺍﻳﻦ ﻣﻴﺎﻥ ﺗﻮﺟﻪ 
ﺑﻪ ﺍﺧﻼﻕ، ﺭﻭﺣﻴﻪ ﻱ ﻛﺎﺭ ﺗﻴﻤﻲ ﺭﺍ ﻗﺪﺭﺕ ﺑﺨﺸﻴﺪﻩ ﻭ ﺑﻪ ﺍﺟﺘﻨﺎﺏ 
ﺍﺯ ﺍﻋﻤﺎﻝ ﻣﺠﺮﻣﺎﻧﻪ )ﺭﺷ ــﻮﻩ، ﺳ ــﺮﻗﺖ ﻭ ...( ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﻛﻤﻚ 
ﻣﻲ ﻛﻨ ــﺪ. ﻫﺮ ﻗﺪﺭ ﺍﻋﺘﻤﺎﺩ، ﺍﺣﺘ ــﺮﺍﻡ ﻭ ﺻﺪﺍﻗﺖ ﺑﻴﻦ ﺍﻋﻀﺎﻱ ﻳﻚ 
ﺳﺎﺯﻣﺎﻥ ﻛﻤﺘﺮ ﺑﺎﺷﺪ، ﺭﻭﺣﻴﻪ ﻭ ﻋﻤﻠﻜﺮﺩ ﺗﻴﻤﻲ ﻧﻴﺰ ﺗﻀﻌﻴﻒ ﺷﺪﻩ 
ﻭ ﺑﻪ ﻛﺎﻫﺶ ﻋﻤﻠﻜﺮﺩ ﻭ ﻧﻬﺎﻳﺘًﺎ ﻛﺎﻫﺶ ﺳﻮﺩ ﺳﺎﺯﻣﺎﻥ ﻣﻨﺠﺮﺧﻮﺍﻫﺪ 
ﺷﺪ. ﺑﺮﺍﻱ ﺍﻳﻦ ﻣﻨﻈﻮﺭ ﺗﻮﺟﻪ ﺑﻪ ﻋﻮﺍﻣﻞ ﻣﺆﺛﺮ ﺑﺮ ﺭﻓﺘﺎﺭ ﺍﺧﻼﻗﻲ ﺩﺭ 
ﺳ ــﺎﺯﻣﺎﻥ ﻣﻲ ﺗﻮﺍﻧﺪ ﺑﻪ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﻛﻤﻚ ﻛﻨﺪ ﺗﺎ ﺩﺭ ﺷﺮﺍﻳﻂ ﺁﺷﻔﺘﻪ 
ﻭ ﭘﻴﭽﻴ ــﺪﻩ ﻱ ﺍﻣﺮﻭﺯ، ﻋﻤﻠﻜﺮﺩ ﺍﺧﻼﻗﻲ ﺧ ــﻮﺩ ﺭﺍ ﺣﻔﻆ ﻧﻤﺎﻳﻨﺪ. 
ﺑﻨﺎﺑﺮﺍﻳﻦ ﺭﻫﺒﺮﻱ ﺭﻓﺘﺎﺭ ﺍﺧﻼﻗﻲ ﻭ ﻳﺎ ﻏﻴﺮﺍﺧﻼﻗﻲ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ، 
ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻥ ﻭ ﺗﻌﻬﺪ ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍ ﻧﺴ ــﺒﺖ ﺑﻪ ﺳﺎﺯﻣﺎﻥ ﺗﺤﺖ 
ﺗﺄﺛﻴ ــﺮ ﻗ ــﺮﺍﺭ ﻣﻲ ﺩﻫﺪ. ﺗﻮﺟﻪ ﺑﻪ ﺗﻤﺎﻡ ﺍﻓ ــﺮﺍﺩ ﻭ ﮔﺮﻭﻩ ﻫﺎﻱ ﺫﻳﻨﻔﻊ، 
ﻣﻴﺰﺍﻥ ﺳﻮﺩ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺭﺍ ﺩﺭ ﺑﻠﻨﺪ ﻣﺪﺕ ﺍﻓﺰﺍﻳﺶ ﺧﻮﺍﻫﺪ ﺩﺍﺩ، ﺯﻳﺮﺍ 
ﻣﻮﺟﺐ ﺍﻧﮕﻴﺰﺵ ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ، ﺍﻓﺰﺍﻳﺶ ﺣﺴﻦ ﻧﻴﺖ ﺍﺟﺘﻤﺎﻋﻲ، 
ﺳّﻴﺪﻋﻠﻲ ﺳﻴﺎﺩﺕ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
ﻧﻤﻮﺩﺍﺭ 2: ﭘﺮﺍﻛﻨﺪﮔﻲ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﺑﺮ ﺣﺴﺐ ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖﻧﻤﻮﺩﺍﺭ 1: ﭘﺮﺍﻛﻨﺪﮔﻲ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺑﺮ ﺣﺴﺐ ﺳﻦ
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ﺍﻋﺘﻤﺎﺩ ﻣﺮﺩﻡ ﻭ ﻧﻴﺰ ﻛﺎﻫﺶ ﺟﺮﻳﻤﻪ ﻫﺎ ﻣﻲ ﺷﻮﺩ. ﻻﺯﻡ ﺍﺳﺖ ﻣﺪﻳﺮﺍﻥ 
ﺗﻮﺍﻧﺎﻳﻲ ﺍﺩﺍﺭﻩ ﻱ ﺍﻓﺮﺍﺩ ﺑﺎ ﺟﻨﺴ ــﻴﺖ، ﺳ ــﻦ، ﻧﮋﺍﺩ، ﻣﺬﻫﺐ، ﻗﻮﻣﻴﺖ 
ﻭ ﻣﻠﻴﺖ ﻫﺎﻱ ﻣﺨﺘﻠﻒ ﺭﺍ ﺩﺍﺷ ــﺘﻪ ﺑﺎﺷ ــﻨﺪ، ﺯﻳﺮﺍ ﺑﺎﻋﺚ ﺗﻨﻈﻴﻢ ﺑﻬﺘﺮ 
ﺭﻭﺍﺑﻂ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﺍﺳﺖ ﻛﻪ ﺍﻳﻦ ﺑﻪ ﻧﻮﺑﻪ ﻱ ﺧﻮﺩ ﺑﺎﻋﺚ ﺍﻓﺰﺍﻳﺶ 
ﺟﻮ ﺗﻔﺎﻫﻢ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻭ ﻛﺎﻫﺶ ﺗﻌﺎﺭﺿﺎﺕ ﺑﻴﻦ ﺍﻓﺮﺍﺩ ﻭﮔﺮﻭﻩ ﻫﺎ 
ﺷ ــﺪﻩ ﻭ ﻋﻤﻠﻜﺮﺩ ﺗﻴﻤﻲ ﺭﺍ ﺑﻬﺒﻮﺩ ﻣﻲ ﺑﺨﺸ ــﺪ. ﻣﺴ ــﺌﻮﻟﻴﺖ ﺭﻫﺒﺮ 
ﺗﻴﻤﻲ ﺍﻳﺠﺎﺩ ﻣﺤﻴﻄﻲ ﺑﺮ ﺍﺳ ــﺎﺱ ﺍﻋﺘﻤﺎﺩ ﻭ ﺗﻮﺟﻪ ﻣﺘﻘﺎﺑﻞ، ﭘﺎﺳ ــﺦ 
ﮔﻮﻳﻲ ﺍﻓﺮﺍﺩ ﺩﺭ ﻣﻘﺎﺑﻞ ﺍﻋﻤﺎﻟﺸﺎﻥ، ﺍﻳﺠﺎﺩ ﺳﻴﺴﺘﻤﻲ ﺑﺮﺍﻱ ﻛﻨﺘﺮﻝ ﻭ 
ﺑﺎﺯﺧﻮﺭﺩ ﻧﺘﻴﺠﻪ ﻫﺎ، ﺗﻮﺳﻌﻪ ﻱ ﺭﻭﺍﺑﻂ ﺑﺎﺯ ﻭ ﺩﻭﻃﺮﻓﻪ، ﺭﻓﺘﺎﺭﺍﺣﺘﺮﺍﻡ 
ﺁﻣﻴ ــﺰ ﺑ ــﺎ ﺍﻓﺮﺍﺩ ﻛﻪ ﺗﻤﺎﻡ ﺍﻳﻦ ﻛﺎﺭﻫﺎ ﺑﺎ ﺍﺻﻮﻝ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﺭﺍﺑﻄﻪ 
ﻧﺰﺩﻳﻜ ــﻲ ﺩﺍﺭﺩ. ﺭﻫﺒﺮ ﺗﻴﻤﻲ ﻧﺒﺎﻳﺪ ﺍﺟﺎﺯﻩ ﺩﻫﺪ ﻛﻪ ﻧﻔﻊ ﺷ ــﺨﺼﻲ 
ﺑﺮ ﻣﻨﻔﻌﺖ ﺟﻤﻌﻲ ﺣﺎﻛﻢ ﺷ ــﻮﺩ، ﺯﻳ ــﺮﺍ ﺍﮔﺮ ﺍﻋﻀﺎﻱ ﺗﻴﻢ ﻫﺮﻳﻚ 
ﺩﺳﺘﻮﺭﺍﻟﻌﻤﻞ ﭘﻨﻬﺎﻧﻲ ﺩﺍﺷﺘﻪ ﺑﺎﺷﻨﺪ ﻳﺎ ﺳﻮﺩ ﺷﺨﺼﻲ ﺭﺍ ﺟﺴﺘﺠﻮ 
ﻛﻨﻨﺪ، ﻧﺘﻴﺠﻪ ﻱ ﺁﻥ، ﺭﻧﺠﺶ ﻭﺧﺸ ــﻢ، ﺭﻗﺎﺑﺖ ﻭ ﺗﻌﺎﺭﺽ ﺍﺳ ــﺖ. 
ﻳﻚ ﺭﺍﻩ ﺑﺮﺍﻱ ﺭﻫﺒﺮ ﺩﺭ ﺍﻳﻦ ﺷ ــﺮﺍﻳﻂ، ﺍﻳﻦ ﺍﺳﺖ ﻛﻪ ﺑﺎ ﺩﻟﺴﻮﺯﻱ ﻭ 
ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ ﻛﺎﺭ ﮔﺮﻭﻫﻲ ﺭﺍ ﺑﺮﺍﻱ ﻋﻤﻠﻜﺮﺩ ﺭﺿﺎﻳﺖ ﺑﺨﺶ 
ﻣﻼﻙ ﻗﺮﺍﺭ ﺩﻫﺪ. ﺩﺭ ﺍﻳﻦ ﺻﻮﺭﺕ ﺍﻋﻀﺎﻱ ﺗﻴﻢ ﺩﺭﻙ ﻣﻲ ﻛﻨﻨﺪ ﻛﻪ 
ﻧﻤﻲ ﺗﻮﺍﻧﻨﺪ ﺑﺪﻭﻥ ﻣﺸﺎﺭﻛﺖ ﺩﺭ ﺗﻴﻢ ﻣﻮﻓﻖ ﺑﺎﺷﻨﺪ.
2. ﺑﻴ ــﻦ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻫﺎﻱ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺍﻋﻀﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ 
ﺑﺮﺣﺴ ــﺐ ﺳ ــﻦ ﺩﺭ ﺯﻣﻴﻨﻪ ﻱ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﺩﺍﺭﺩ 
ﻛﻪ ﺩﺭ ﺳﻄﺢ 10/0<P ﻣﻌﻨﻲ ﺩﺍﺭ ﺍﺳﺖ.
3. ﺑﻴ ــﻦ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻫﺎﻱ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷ ــﻲ 
ﺗﻨﻬﺎ ﺑﺮﺣﺴ ــﺐ ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﺩﺍﺭﺩ ﻛﻪ ﺩﺭ ﺳﻄﺢ 
50/0<P ﻣﻌﻨﻲ ﺩﺍﺭ ﺍﺳ ــﺖ ﻭﻟﻲ ﺑﻴ ــﻦ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻫﺎﻱ ﻫﻮﺵ 
ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﻏﻴﺮ ﺁﻣﻮﺯﺷ ــﻲ ﺗﻔﺎﻭﺕ ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ. ﺍﻳﻦ ﻳﺎﻓﺘﻪ 
ﺩﺭ ﺯﻣﻴﻨ ــﻪ ﻱ ﺗﻔﺎﻭﺕ ﺑﻴ ــﻦ ﻫﻮﺵ ﺍﺧﻼﻗﻲ ﻣﺪﻳﺮﺍﻥ ﺁﻣﻮﺯﺷ ــﻲ 
ﺑﺮﺣﺴ ــﺐ ﺳ ــﻦ ﺑﺎ ﭘﮋﻭﻫﺶ ﻫﺎﻱ ﻻﻧﮕﻠﻮﻳﺲ ﻭ ﻻﭘﻮﻳﻨﺖ]6[ ﻭ 
ﺭﻭﺳﻴﻨﺴ ــﻜﻲ ﻭ ﺑﺎچ]8[ ﻭ ﻭﻳﻤﺎﻻﺳ ــﻴﺮﻱ]01[ ﻫﻤﺴﻮ ﺑﻮﺩﻩ ﻭ ﺑﺎ 
ﺁﻥ ﻫﻤﺨﻮﺍﻧﻲ ﺩﺍﺭﺩ.
ﺑﺮ ﺍﻳﻦ ﺍﺳﺎﺱ ﻣﻮﺍﺭﺩ ﺯﻳﺮ ﭘﻴﺸﻨﻬﺎﺩ ﻣﻲ ﺷﻮﺩ:
. 1 ﺗﻮﺳ ــﻌﻪ ﻱ ﺭﺳ ــﺎﻟﺖ، ﺁﺭﻣﺎﻥ ﻭ ﺍﺭﺯﺵ ﻫﺎﻱ ﺍﻧﺴ ــﺎﻧﻲ ﻭ ﺍﻳﺠﺎﺩ 
ﻣﺒﺎﻧﻲ ﺍﺭﺯﺷﻲ ﺩﺭ ﺳﺎﺯﻣﺎﻥ 
. 2 ﺗﻠﻔﻴﻖ ﺍﻫﺪﺍﻑ ﻓﺮﺩ ﺑﺎ ﺳﺎﺯﻣﺎﻥ ﺍﺯ ﺩﻳﺪﮔﺎﻩ ﻫﺎﻱ ﺍﺭﺯﺷﻲ 
. 3 ﺑﻬﺒﻮﺩ ﻋﻤﻠﻜﺮﺩ ﺍﻋﻀﺎﻱ ﺩﺍﻧﺸﮕﺎﻫﻲ ﻭ ﺑﺮﺁﻭﺭﺩﻥ ﻧﻴﺎﺯﻫﺎﻱ ﺁﻧﺎﻥ
. 4 ﺍﻓﺰﺍﻳﺶ ﺧﻮﺩ ﺁﮔﺎﻫﻲ ﻭﺷﻨﺎﺧﺖ ﻧﻘﺎﻁ ﻗﻮﺕ ﻭ ﺿﻌﻒ ﺍﻋﻀﺎﻱ 
ﺳﺎﺯﻣﺎﻥ
. 5 ﺍﻳﺠ ــﺎﺩ ﺍﻋﺘﻤ ــﺎﺩ، ﺍﻃﻤﻴﻨﺎﻥ ﻭ ﻣﺴ ــﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ ﺑﻴﻦ ﺍﻋﻀﺎﻱ 
ﺳﺎﺯﻣﺎﻥ
. 6 ﺍﺗﺨﺎﺫ ﺗﺼﻤﻴﻤﺎﺕ ﺍﺭﺗﻘﺎء ﺑﻪ ﺷﻴﻮﻩ ﺍﻱ ﻣﻨﺼﻔﺎﻧﻪ ﻭ ﻧﻈﺎﻡ ﭘﺎﺩﺍﺵ 
ﻭ ﺗﺸﻮﻳﻖ ﻋﺎﺩﻻﻧﻪ ﺑﺮﺍﻱ ﺍﻋﻀﺎﻱ ﺳﺎﺯﻣﺎﻥ
ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺿﺮﻭﺭﺕ ﺗﻐﻴﻴﺮ ﻭ ﺗﺤﻮﻝ ﺩﺭ ﻧﻈﺎﻡ ﺍﺩﺍﺭﻱ ﻛﺸﻮﺭ، 
ﺑﻬ ــﺮﻩ ﮔﻴﺮﻱ ﺍﺯ ﻣﺪﻝ ﺳ ــﺒﻚ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺑ ــﺮﺍﻱ ﺍﻳﺠﺎﺩ ﺗﺤﻮﻝ 
ﺩﺭ ﺳ ــﺎﺧﺘﺎﺭ، ﻓﺮﻫﻨﮓ، ﺭﻭﻳﻪ ﻫﺎ ﻭ ﺳ ــﺎﻳﺮ ﺍﺑﻌﺎﺩ ﺳﺎﺯﻣﺎﻧﻲ ﺗﻮﺻﻴﻪ 
ﻣﻲ ﺷ ــﻮﺩ. ﺍﻳﻦ ﻣ ــﺪﻝ ﻣﻲ ﺗﻮﺍﻧﺪ ﺗﻮﺍﻧﺎﻳﻲ ﺳ ــﺎﺯﻣﺎﻥ ﺭﺍ ﺑﺮﺍﻱ ﺑﻘﺎء 
ﺩﺭ ﻣﺤﻴ ــﻂ ﭘﺮﺗﻼﻃﻢ ﻭ ﭘﻮﻳﺎ ﺍﺭﺗﻘﺎء ﺩﻫ ــﺪ. ﻫﻤﭽﻨﻴﻦ ﺁﻣﻮﺯﺵ ﻭ 
ﮔﺴ ــﺘﺮﺵ ﺍﻳﻦ ﺷ ــﻴﻮﻩ ﻱ ﺭﻫﺒﺮﻱ، ﻓﺮﺁﻳﻨﺪ ﻧﻮﺳﺎﺯﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭ 
ﺍﻳﺠﺎﺩ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻱ ﻧﻮﻳﻦ ﺭﺍ ﺗﺴ ــﻬﻴﻞ ﻣﻲ ﻛﻨ ــﺪ. ﺩﺭ ﺍﻳﻦ ﺑﺨﺶ 
ﺑﺮﺍﺳ ــﺎﺱ ﻧﺘﺎﻳ ــﺞ ﺣﺎﺻ ــﻞ ﺍﺯ ﺍﻃﻼﻋﺎﺕ ﺟﻤﻊ ﺁﻭﺭﻱ ﺷ ــﺪﻩ ﻭ 
ﺁﺯﻣﻮﻥ ﻫﺎﻱ ﺁﻣﺎﺭﻱ ﺍﻧﺠﺎﻡ ﺷﺪﻩ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺳﺒﻚ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ، 
ﭘﻴﺸﻨﻬﺎﺩﺍﺕ ﺯﻳﺮ ﺍﺭﺍﺋﻪ ﻣﻲ ﺷﻮﺩ:
. 1 ﺭﻫﺒﺮﺍﻥ ﺑﺎﻳﺪ ﺑﻪ ﺍﻋﻀﺎء ﺑﺮﺍﻱ ﻫﻤﻜﺎﺭﻱ ﻭ ﻣﺸ ــﺎﺭﻛﺖ ﺩﺭ ﺁﻧﺎﻥ، 
ﺯﻣﻴﻨﻪ ﻱ ﺍﻓﺘﺨﺎﺭ ﻭ ﻏﺮﻭﺭ ﺳﺎﺯﻣﺎﻧﻲ ﺭﺍ ﺍﻳﺠﺎﺩ ﻧﻤﺎﻳﻨﺪ.
. 2 ﺭﻫﺒﺮﺍﻥ ﺩﺭ ﺩﺍﻧﺸ ــﮕﺎﻩ ﻫﺎ ﺑﺎ ﺍﻫﺪﺍﻑ ﺭﻭﺷ ــﻦ، ﺟّﻮ ﺍﺣﺘﺮﺍﻡ ﺁﻣﻴﺰ 
ﻭ ﺳ ــﺎﺧﺘﺎﺭ ﻣﺸ ــﺎﺭﻛﺖ ﺩﺭ ﻗﺪﺭﺕ، ﺑﻬﺘﺮﻳﻦ ﺷ ــﺮﺍﻳﻂ ﺭﺍ ﺑﺮﺍﻱ 
ﻓﻌﺎﻟﻴﺖ ﻫﺎﻱ ﺣﺮﻓﻪ ﺍﻱ ﻭ ﺑﺎﺯﺩﻩ ﻣﻄﻠﻮﺏ ﺁﻣﺎﺩﻩ ﻛﻨﻨﺪ.
. 3 ﻣﻮﻗﻌﻲ ﻛﻪ ﻫﻤﻜﺎﺭﻱ ﺩﺭ ﺳ ــﻄﺢ ﺑﺎﻻﻳﻲ ﺍﺳ ــﺖ، ﻳﻚ ﻓﺮﻫﻨﮓ 
ﻗﺪﺭﺗﻤﻨﺪ ﻭﻫﻨﺠﺎﺭﻫﺎﻱ ﻛﺎﺭﻱ ﻣﺸ ــﺎﺭﻛﺘﻲ ﻧﻴﺰ ﺩﺭﺩﺍﻧﺸﮕﺎﻩ ﻫﺎ 
ﺑﻪ ﻭﺟﻮﺩ ﻣﻲ ﺁﻳﺪ، ﺍﻳﻦ ﻫﻨﺠﺎﺭﻫﺎ ﺑﺎ ﺍﻫﺪﺍﻑ ﺩﺍﻧﺸ ــﮕﺎﻩ ﻫﺎ ﭘﻴﻮﻧﺪ 
ﺯﻳ ــﺎﺩﻱ ﺩﺍﺭﻧﺪ، ﺑ ــﻪ ﻃﻮﺭ ﻫﻤﺎﻫﻨﮓ ﺗﻮﺯﻳﻊ ﺷ ــﺪﻩ ﺍﻧﺪ ﻭ ﺗﻌﻬﺪ 
ﺍﻋﻀ ــﺎﻱ ﻫﻴﺄﺕ ﻋﻠﻤﻲ ﺭﺍ ﺑ ــﺮﺍﻱ ﻋﻤﻠﻜﺮﺩ ﻓﻮﻕ ﺍﻟﻌﺎﺩﻩ ﺍﺭﺗﻘﺎء 
ﻣﻲ ﺩﻫﻨﺪ ﻭ ﺍﻣﻜﺎﻥ ﻣﻲ ﺩﻫﻨﺪ ﺑﻪ ﻃﻮﺭ ﺧﺎّﺹ ﺩﺭﺑﺎﺭﻩ ﻱ ﻛﺎﺭﺷﺎﻥ 
ﺑﺎ ﻳﻜﺪﻳﮕﺮﮔﻔﺖ ﻭﮔﻮ ﻧﻤﺎﻳﻨﺪ.
. 4 ﺭﻫﺒﺮﺍﻥ ﺑﻪ ﺍﻋﻀﺎﻱ ﺳﺎﺯﻣﺎﻥ ﺍﺟﺎﺯﻩ ﺩﻫﻨﺪ ﻛﻪ ﺧﻮﺩﺷﺎﻥ ﺩﺭﻣﻮﺭﺩ 
ﻣﺸ ــﻜﻼﺕ ﻓﻜﺮﻛﻨﻨﺪ،ﺗﺼﻤﻴﻢ ﺑﮕﻴﺮﻧﺪ ﻭ ﺭﺍﻩ ﺣﻞ ﺍﺭﺍﺋﻪ ﺩﻫﻨﺪ ﻭ 
ﺁﻥ ﺭﺍ ﺍﺟ ــﺮﺍ ﻛﻨﻨ ــﺪ. ﺑﻨﻴﺎﻥ ﻳﻚ ﺳ ــﺎﺯﻣﺎﻥ ﻋﻼﻗﻪ ﻣﻨﺪ ﺑﻪ ﺭﻫﺒﺮﻱ 
ﺗﻴﻤﻲ ﺑﺎﻳﺪ ﺍﻳﺠﺎﺩ ﺷ ــﺮﺍﻳﻂ ﻻﺯﻡ ﺑ ــﺮﺍﻱ ﺍﻇﻬﺎﺭ ﻧﻈﺮ ﻫﻤﻪ ﺍﻓﺮﺍﺩ 
ﻭ ﺍﺣﺘﺮﺍﻡ ﺑﻪ ﺍﻓﻜﺎﺭ ﻭ ﭘﻴﺸ ــﻨﻬﺎﺩﺕ ﺁﻧﺎﻥ ﺩﺭ ﺳ ــﻄﻮﺡ ﻣﺨﺘﻠﻒ 
ﺳﺎﺯﻣﺎﻥ ﺑﺎﺷﺪ.
. 5 ﺑ ــﺎ ﺟﻠﺐ ﻣﺸ ــﺎﺭﻛﺖ ﺍﻋﻀﺎﻱ ﺫﻱ ﺭﺑ ــﻂ ﻭ ﺫﻱ ﻧﻔﻊ ﺩﺭﺟﻬﺖ 
ﺗﺤﻘﻖ ﺍﻫﺪﺍﻑ، ﻧﺎﺭﺳ ــﺎﻳﻲ ﻫﺎ ﻭﻧﻘ ــﺎﻁ ﻗﻮﺕ ﻭ ﺿﻌﻒ ﻭ ﺍﺧﺬ 
ﺗﺼﻤﻴ ــﻢ ﺁﮔﺎﻫﺎﻧﻪ ﺑﺮﺍﻱ ﺑﻬﺒﻮﺩ ﺭﻭﺵ ﻫﺎ ﻭ ﺍﻓﺰﺍﻳﺶ ﺑﺎﺯﺩﻫﻲ ﻫﺎ 
ﺍﻧﺠﺎﻡ ﻣﻲ ﺷﻮﺩ.
ﺭﺍﺑﻄﻪ ﻱ ﺑﻴﻦ ﻫﻮﺵ ﺍﺧﻼ ﻗﻲ ﻭ ﺭﻫﺒﺮﻱ ﺗﻴﻤﻲ ﺩﺭ …
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Relationship between Moral Intelligence and the Team 
Leadership in Administrators from Faculty Members` 
Point of View at the Medical Sciences University of
Isfahan; 2008-2009 
Siadat S.A.1 / Mokhtaripour M.2 / Kazemi I.3
Abstract 
Introduction: Rapid changes, flexibility, variety of work force and lack of observe of ethic in organi-
zations has caused the attention of many researchers as Borba with the moral intelligence theory; and 
Kim with the team leadership theory. The purpose of this research was to determine the relationship 
between moral intelligence with team leadership in academic and non-academic administrators from 
a point of view faculty members in the MUI. Research hypothesis were: 1) There is a relation between 
moral intelligence indices (integrity, responsibility, compassion and forgiveness) and participative 
leadership between two groups, 2) There is a difference between faculty members opinion,3) And there 
is a difference between two groups.
Methods: This is a correlative and causal –comparative research. Statistical population consists of 
faculty members and academic and non-academic administrators in MUI; who were 551 and 210 re-
spectively. Statistical sample were 144 and 109 people, selected randomly. Research instruments were 
MI and TL questionnaires.
Results: We found: 1) a positive and significant relation between MI indices and TL between two 
groups, 2) a difference between grade averages of PL for faculty members in terms of age , 3) a differ-
ence between grade averages of MI for academic administrators in terms of tenure; but there was no 
difference between grade averages non-academic administrators.
Conclusion: Our findings are consistent to, and similar with findings of Lennick and Kiel, Kim, Wood 
and Fields, Louperna, Pratti and et al. Development in ethical leaders is related to behaviors that they 
show. Since people in educational institutions requires different skills, team leadership acts better than 
a single leader; and attention to ethics improve team work moral.
Keywords: Moral Intelligence, Team leadership, Academic and Non-Academic Administrators, 
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